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Although, the concept of instructional leadership is a not a new idea, it has become an 
increasingly popular term in education in recent years.  Instructional leadership provides the 
foundation for teaching and learning within a school.  Such federal educational initiatives as No 
Child Left Behind and Race to the Top have sought to improve student achievement have also 
changed the landscape of school leadership.  As accountability and high-stakes testing measures 
continue to rise, the need to closely explore and understand the ideology of instructional 
leadership has become more prevalent.  Qualified school leaders with a keen focus on instruction 
must be well-prepared to lead schools and meet the needs of 21st century students.  Specifically, 
the role of assistant principal is called upon to expand in instructional leadership to help meet 
ever evolving school challenges.  From a historical perspective, within the literature, little 
attention has been given to the development, selection, training, and support of assistant 
principals.  This has led to the increasing marginalization of this group of school leaders.  The 
purpose of this study is to explore the shared perceptions that secondary assistant principals hold 
toward their development as instructional leaders given the support from their principals’ 
leadership actions and transformational practices. Thirty-four secondary middle and high school 
assistant principals’ perspectives were explored using Q methodology.  Participants performed a 
Q sort of thirty-eight statements to examine their subjective viewpoints toward their own 
development as instructional leaders.  Four perspectives emerged from the study, Relational & 
Support, Coaching & Collective Collaboration, Data-Driven & Feedback, and Professional 
Development & Strategic Planning.  Each perspective leads to a deeper understanding aligned 
with the development of the assistant principal as instructional leader.     
Keywords: Instructional Leadership, Assistant Principal, Q methodology, Subjectivity 
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CHAPTER 1: INTRODUCTION 
In its simplest form, leadership is about inspiring others to find their voice and providing 
the necessary tools so that organizational goals are achieved (Covey, 2004; Senge, 
2006).  Leadership, in any context, is complex; however, as ideas increasingly evolve and a 
continuous rapid advancement in technology occurs it can convolute the process.  In school 
leadership, ever-changing federal and state mandates that seek to improve the status quo of 
education and diverse student populations, often times, contribute to the complication of school 
matters.  Despite the overwhelming demands of the public school accountability system on 
education, research shows that school leadership matters and has a profound effect on student 
performance (Marzano, Waters, & McNulty, 2005).   At the center of complex school leadership 
is the principal, who is responsible for the curriculum and instruction, daily operations, budget, 
discipline, and community and parental engagement efforts (Zepeda, 2013).   
   In recent years, principals have been summoned to become instructional 
leaders.  Instructional leadership consists of maintaining high expectations for teaching and 
learning, developing clear objectives and a continuous dedication to improving student 
achievement (Zepeta, 2013; Glanz, 2006).  As a result, schools have become multifaceted 
causing the principal to rely heavily upon other “experts” on his team to transform schools.   
Historically, assistant principals have been viewed simply as managers who assist the 
principal in maintaining order within the school (Glanz, 2006).   They are often unnoticed as a 
resource of “creating, advancing, and sustaining a compelling vision” (Bartholomew, Delaney, 
Orta, and White, 2005, p. 1).  While many feel that the assistant principal position prepares one 
well and is a step in the right direction for acquiring the principalship (Oleszewski, Shoho, & 
EXPLORING THE PERCEPTIONS OF SECONDARY AP’s                                                                                   
   
12 
 
Barnett, 2012), others do not feel that the assistant principal role trains them for the challenges 
and perils of the principal’s seat (Koru, 1993; Kwan, 2009; Mertz, 2006).    
Lately, there has been a shift in the literature that centers on the development of the 
assistant principals as instructional leaders.  Not much has been written about professional 
development of assistant principals (Oliver, 2005).  Since the nature of their position focuses on 
“books, behinds, and, buses” (Good, 2008, p. 46), it has been difficult to coach and train assistant 
principals as instructional leaders.  These non-instructional tasks tend to reduce opportunities for 
assistant principals to be completely aware and engaged in instructionally focused 
conversations.  Barnett, Shoho, & Oleszewski (2012) argue that assistant principals must 
transcend beyond the traditional view of handling discipline towards impacting student 
achievement.  Although much of their traditional role has been largely determined by the 
principal, the evolution of assistant principals is also characterized by a principal’s nurturing 
attitude and behaviors that can support the development of assistant principals as instructional 
leaders. 
Principals must devote time to establishing and sustaining a collaborative approach with 
their assistant principals (Bartholomew et al, 2005).  This will allow principals and assistant 
principals to establish a mentorship that will be mutually beneficial, but ultimately geared 
towards fostering instructional leadership in aspiring principals.  Calabrese (1991) suggests that 
mentoring between assistant principals and principals provides a necessary synergy that is 
essential to the success of schools.   Mentoring from an effective principal provides a tangible 
guide for how assistant principals should act, and interact with others as instructional 
leaders.   This study will explore the perceptions of assistant principals about their principals’ 
behaviors towards their development as instructional leaders. 
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 Assistant principals are largely omitted from the research on school leadership (Glanz, 
1994; Kaplan and Owings, 1999; Marshall and Hooley, 2006; Oleszewski et al, 2012).  It is 
widely understood that the principal has a vital role and is a major factor in determining school 
success (Hallinger & Heck, 1996).  However, a growing number of principals are expected to 
retire soon.  According to Hine (2013), “14% of the 92, 000 principals are eligible to retire in the 
next 4 years, and in many districts, 67% of principals will reach retirement age during this 
decade” (p. 267). Also known as a “crisis of leadership” in our schools, the recruitment of 
qualified applicants to serve as principals has posed a significant challenge for superintendents 
and school boards (Malone & Caddell, 2000; Pijanowski, Hewitt, & Brady, 2009).  Several 
studies suggest that many school districts are facing a shrinkage of qualified applicants for the 
principalship (Mitgang, 2003; Pounder & Crow, 2005; Gajda & Militello, 2008).  Since the job 
of a principal has become increasingly intense and stressful, it has become difficult to recruit and 
retain principals (Pounder & Crow, 2005).  Due to the ever-growing complexity of school 
demands, the role of the assistant principal has been viewed as key to sustaining the pipeline 
of school leadership (Pounder & Crow, 2005; Pijanowski et al, 2009).   
In a study conducted by Jeffrey Glanz in 1994, he found that 90% of middle and high 
school assistant principals stated they would rather perform instructional tasks than have the 
responsibility of daily managerial duties.  On the other hand, several studies highlight the fact 
that assistant principals do not receive the opportunity to engage in instructional leadership jobs 
(Koru, 1993; Kaplan & Owings, 1999; Hausman et al, 2002; Mertz 2006).  Given this potential 
gap in leadership, it is necessary for school districts to rethink how assistant principals are being 
utilized and how they are being prepared for the principalship (Pounder & Crow, 2005).  As a 
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result, the notion of “building a bench” of qualified assistant principals ready to assume the role 
and responsibilities of a principal instructional leader is essential.  One approach to replenishing 
the pool of principal applicants is to promote assistant principals into these positions, as the role 
of assistant principal is designed to prepare aspiring leaders for the principalship (Oleszewski et 
al, 2012).  The problem, however, lies in the idea that many assistant principals do not feel 
adequately trained to take over as principal (Barnett et al, 2012).  This is largely due to the 
marginalization of the role as a middle manager.  For years, the role of the assistant principal was 
not clearly defined, many of the responsibilities assigned were done so by the 
principal.  Therefore, the principal has the best opportunity to influence their development as 
instructional leaders.  In fact, assistant principals have pointed out that the principal is a key 
factor in their professional development (Marshall & Hooley, 2006).   Positive principal-assistant 
principal mentoring relationships tend to heighten the level of preparation for the assistant 
principal in their progression towards the principalship (Oleszewski et al, 2012).  Assistant 
principals are given insight into the mindset of principals and their decision-making 
processes.  This continuous interaction helps prepare assistant principals for the principalship.   
As the need for effective instructional leadership continues to grow, Oleszewski et al 
(2012) assert that aspiring leaders must possess the skills and knowledge to lead schools to meet 
21st century demands “unlike previous generations” (p. 264).  Federal initiatives, such as, No 
Child Left Behind and Race to the Top, continue to cause schools to face uncertain pressure to 
meet the learning objectives of a standards-based accountability system.  Such demands call for 
learners to become college ready and prepared to enter the workforce earlier than before, as well 
as, compete in a technology-driven society at a global pace (Oleszewski et al, 
2012).   Furthermore, many principals will retire soon, the need for a qualified pool of potential 
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principals must readily be available to lead and impact schools in positive way (Oleszewski et al, 
2012; Hine, 2013).   Therefore, it is important to explore this phenomenon of supporting the 
development of assistant principals as instructional leaders as the landscape of educational 
leadership continues to evolve.    
Conceptual framework 
  The conceptual framework through which this study is analyzed is transformational 
leadership.  Transformational leadership is the notion of leaders motivating their followers to a 
higher sense of awareness (Bass, 1999).  Within this theory of leadership, there are four main 
components that conceptualize transformational leadership: idealized influence, inspirational 
leadership, intellectual stimulation, and individualized consideration.  According to Bass (1999), 
idealized influence and inspirational leadership are manifested when a leader shares a vision, sets 
goals to achieve it, and demonstrates perseverance and poise as an example to 
follow.  Intellectual stimulation is evident when the leader creates conditions that allows the 
follower to become original and forward thinking in their actions and thoughts.  Individualized 
consideration takes place when the leader tailors the followers’ development to their specific 
needs.  Opportunities for growth stem from effective and intentional transformational 
leadership.  Transformative practices seek to move followers beyond their own self-interests 
(Bass, 1999) towards a common purpose.  Ultimately, lending itself to the self-actualization of 
individuals realizing their highest level of potential. 
  Transformational leaders must commit to the process of change and development 
(Tucker & Russell, 2004).  In this vein, transformational leaders seek to influence their followers 
and cultivate them towards new procedures and systems.  As a result, the mindsets of followers 
are impacted to engage willfully and fearlessly without hesitation.  Transformational leaders can 
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provide rationales for the actions that followers perform (Tucker & Russell, 2004).  Therefore, in 
the context of transformational leadership, capacity is a necessary element to achieve change.  To 
achieve this, transformational leaders must be lifelong learners.  Continuous learning ensures that 
the leader and their followers have the capacity to transform and adapt as knowledge evolves. 
Purpose of the study 
The purpose of this study is to explore the shared perceptions that secondary assistant 
principals hold toward their development as instructional leaders given the support from their 
principals’ leadership actions and transformational practices.  Historically, the role of assistant 
principals has been ambiguous and underrepresented in the research (Glanz, 1994; Petrides et al, 
2014).  Researchers contend that the current state of the assistant principal’s role does not 
adequately prepare one for the role of principal (Kwan, 2009; Mertz, 2006; Oleszewski et al, 
2012).   Recently school leadership has called for the emergence of the assistant principal as an 
instructional leader (Kaplan & Owings, 1999).  Especially since, the “species” of principals is 
diminishing (Gadja & Militello, 2008), it is appropriate to examine how assistant principals are 
prepared for the principalship.  This study seeks to add to the current body of scholarly literature 
and, inform policy and practice that centers on the development of assistant principals as 
instructional leaders in preparation for the principalship. 
Research question 
There are a limited number of studies that have utilized the perspectives of assistant 
principals as the basis for their research (Militello, Fusarelli, Mattingly, & Warren, 2015).  In this 
study, a Q methodological approach is used to gain the subjective viewpoints of assistant 
principals.  Watts & Stenner (2005) defines Q methodology as a research method that “captures 
the subjective perspectives and knowledge structures relative to a chosen subject matter” (p. 
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42).  In this exploratory study, the research question allows for its participants to rank order a set 
of statements based on the value they place on its impact (Militello et al, 2015).  For the purpose 
of this study, the following question was used to acquire varying perspectives about the 
development of assistant principals as instructional leaders: What are the shared perspectives that 
secondary assistant principals hold about principals’ actions and practices towards their 
development as instructional leaders? 
Significance of the Study 
The significance of this study adds to the scholarly research, informs policy and practice. 
There is a consensus that there are very few studies about the development of assistant principals 
as instructional leaders.  This study is unique because it is derived specifically from the shared 
perspectives of assistant principals.  Due to the nature of their role, assistant principals have been 
marginalized.  Emerging factors and themes from this research will add to the ongoing scholarly 
research about the evolving role of assistant principals.  In the context of school leadership, 
assistant principals must become more involved with the instructional leadership decisions that 
directly influence student achievement is critical.  From a policy and practice standpoint, 
implications from the results will initiate further research about this phenomenon. 
Findings from this study can inform policy concerning how assistant principals are 
selected and promoted to the role of principal.  Inconsistent screening policies that seek to be 
fair, often impede potential qualified administrators from becoming principals.  This is evident in 
uneven screening policies that tend to rely on personal relationships rather than merit.  In other 
words, it is about “who” you know and not “what” you know.  Developing selection criteria for 
assistant principals, creating a uniform vetting process, as well as, determining how those 
screening results are used to measure an assistant principal’s readiness level are essential steps in 
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streamlining screening policies.  Therefore, these guidelines must be reviewed and refined for 
improvement, leading to a more transparent process and clearer career progression from the 
assistant principalship to the principalship. 
Implications from this study will inform district and school level practices regarding how 
assistant principals are developed and trained to become instructional leaders.  Greenfield (1985) 
suggested that assistant principal training must be focused on educational outcomes.  From the 
district-level, the expectations of an assistant principal as an instructional leader will be clearly 
defined and outlined.  To support their development, districts will better align their instructional 
leadership expectations and assistant principal preparation programs.  Assistant principal 
preparation programs must be a direct reflection of the district’s vision of instructional 
leadership. This framework for instructional leadership will serve as a guide for assistant 
principals to follow.  From the school-level, assistant principals can be given the opportunity to 
effectively practice the tenets of instructional level with the guidance of their principals.  Both 
the district and schools must be restructured to support the development of assistant principals as 
instructional leaders.  Ultimately, this will become “their way of work” regarding fostering and 
sustaining effective school leadership. 
Definition of terms 
Assistant Principal.  For the purpose of this study, assistant principal is defined as the 
assistant to the principal.  The assistant principal aids the principal in overseeing various aspects 
of operating and leading a school.  The terms assistant principal and assistant principalship are 
used interchangeably within the scope of this dissertation. 
Instructional Leadership.  For the purpose of this study, instructional leadership “consists 
of direct and indirect behaviors that significantly affect teacher instruction and as a result student 
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learning” (Daresh & Playko, 1995, p. 33).  Those instructional leadership characteristics include 
articulating clear goals, oversees the implementation of educational programs, and has positive 
impact on the instructional culture by focusing on learning and teaching. 
Principal.  For the purpose of this study, the principal or principalship is defined as the 
head of a school.  The principal or principalship oversees every aspect of operating and leading a 
school.  The terms principal and principalship are used interchangeably within the scope of this 
dissertation. 
Transformational Leadership.  For the purpose of this study, transformational leadership 
is defined using these 4 components: idealized influence, intellectual stimulation, individualized 
consideration, and inspirational motivation.  Transformational leaders influence their followers 
toward a common purpose and higher sense of awareness through coaching and mentoring. 
Subjectivity.  Subjectivity is simply a person’s point of view based on the totality of that 
individual’s behavioral activity.  It is their perspective based on their lived experiences. 
Chapter 1 Summary 
 Since the 1980’s, the notion of instructional leadership has been prevalent in the 
literature.  Instructional leadership encompasses the key aspects of effective teaching and 
learning yielding desirable results.  Within the context of school leadership, principals alone are 
no longer able to sustain the complex changes that impact student achievement.  As a result, 
educators have called upon the expansion of the role of the assistant principal.  Therefore, 
assistant principals must be developed as instructional leaders in order to carry some of the 
burden of leading a school.  Traditionally, assistant principals have been marginalized by the 
lack of clarity in their roles and responsibilities, not to mention that much of what assistant 
principals do has been crafted and delegated by the principals.  
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 Chapter 2 explores the following topics: 1) transformational leadership, 2) the history 
and evolution of the principalship, 2) instructional leadership, 4) emergence of the assistant 
principal, 5) assistant principal as instructional leader, 6) relationships between the principal and 
assistant principals, and 7) assistant principal voice.  These subjects emerged as a result of a 
review of the relevant literature surrounding supports and barriers towards the development of 
assistant principals as instructional leaders.   From a conceptual perspective, the theory of 
transformational leadership was deemed appropriate primarily because this theory centers on 
increasing the knowledge and nurturing the development of others toward individual and 
collective improvement. 
 Chapter 3 discusses the process of Q-methodology.  In Q-methodology research, a 
concourse, a set of statements that are directly or indirectly related to the topic, was developed 
using the online survey program, Qualtrics.  These statements may be comprised based on 
current literature or statements from participants, secondary assistant principals.  The concourse 
statements are narrowed down to a Q set.  Using the FlashQ software, the Q set was used to 
allow participants to rank order these statements based on the condition of instruction:  What are 
the perceptions of assistant principals toward their development of instructional leaders? 
 Finally, the Q method software, PQMethod 2.11 was used to run the data and identify 
correlations between Q sorts.   Specifically, factors will be extracted, rotated, and interpreted for 
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CHAPTER 2: REVIEW OF RELATED LITERATURE 
School leadership has become more critical over the last 3 decades as school systems 
respond to the changing conditions of the 21st century (Oleszewski et al, 2012).  In fact, in 
today's complex environment resulting from increasing requirements, student diversity, and 
technological developments, leadership is essential (Leithwood & Riehl, 2003).  Perhaps most 
important to the current context is the increased accountability for results involving standards, 
assessments, and consequences for inadequate performance (Fuhrman, 1999).  If accountability 
measures are not met or sustained, organizational change is often viewed as the rationale for 
initiating a new direction.  As school accountability increases, the principal can no longer be 
considered the “great man”, this theory of leadership focused on the innate traits of certain 
individuals thought to be great leaders (Northouse, 2010).   These great leaders were viewed as 
the people who possessed the necessary leadership characteristics necessary to influence 
change.  In contrast, those who did not exhibit these “great” qualities were considered 
followers.   
Similar to this ideology, the principal serves as the primary determinant to the curricular 
decisions and instructional focus of a school.  Due to the evolving nature of leadership, the shift 
in school leadership has extended directly to other school personnel such as vice-principals, 
assistant principals, and departmental heads (Hallinger and Heck, 1996).  As a result, many 
educational researchers and policy makers have become increasingly interested in the idea of 
school leadership, specifically examining the roles and relationships of principals and assistant 
principals.   In order to best understand the shifting roles and relationships between principals 
and assistant principals, it is important to understand them from a historical perspective, 
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including how the roles of the principal and assistant principal have evolved and developed and 
how that development has impacted the relationships between the two. 
One point of emphasis that undergirds shared or collective leadership models is the 
potential for such leadership approaches to facilitate the development of other leaders within 
schools (Calabrese & Tucker-Ladd, 1991). Although the relationship between principals and 
assistant principals is often complicated in practice, many suggest that principals should make 
efforts to facilitate the development of assistant principals under their charge (Hausman et al, 
2002; Kaplan & Owings, 1999). This emphasis on the developmental role principals should play 
with assistant principals has extended to the realm of instructional leadership. Specifically, there 
has been considerable recent emphasis on principals and assistant principals being instructional 
leaders (Kaplan & Owings, 1999). Given this emphasis, in order to best understand assistant 
principal perceptions of how principals have impacted their development as instructional leaders, 
it is important to understand the current literature on this topic, including barriers and supports to 
assistant principal role enactment as instructional leaders. 
Transformational Leadership 
Research suggest that educational leaders are facing many complex challenges as schools 
continue to evolve and leaders must rethink the structure of leadership at the school level 
(Kaplan & Owings, 1999).  Based on this research, it is necessary to shift one’s thinking from an 
individual perspective to a mindset that raises the overall awareness of stakeholders. 
Stakeholders can include district and school-based administrators, teachers, parents, students, 
community members, and policy makers.   In other words, the leaders and followers’ actions 
extend beyond their own personal interests or gains for the greater good of the students, school, 
community, and society as a whole (Bass & Aviolio, 1993).  These actions tend to permeates the 
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collaborative thinking of those involved, such that it becomes transformational in 
leadership.  Much of the literature credits James McGregor Burns with the concept of 
transformational leadership.  Burns (1978) defines transformational leadership as leaders who 
inspire and motivate their followers to achieve significant goals, while developing their own 
capacity to lead others.   This kind of leadership lends itself to create and foster conditions to 
empower others towards their leadership potential (Tucker and Russell, 2004).  Furthermore, 
Hallinger (2003) points out that the climate resulting from transformational leadership work is a 
constant, collective experience.  Several years later, two researchers, Bass and Avolio expanded 
on the work of Burns by identifying 4 major components of transformational leadership: 
idealized influence, inspirational motivation, intellectual stimulation, and individualized 
consideration (Bass & Avolio, 2006).  
Bass & Avolio (2006) categorizes these 4 components to provide a more holistic view of 
transformational leadership.  Idealized influence (II) focuses on the leader’s behaviors and the 
elements that are attributed to the leader by followers.  These leaders can be held in high regard 
to conduct themselves ethically and morally. Inspirational motivation (IM) centers on the 
motivation and inspiration of the followers by providing meaning and challenging the followers’ 
work.  The leader expresses a persuasive outlook of the direction of an organization.  Intellectual 
stimulation (IS) directs transformational leaders to skillfully challenge their followers’ 
expectations and thinking toward problem-solving.  Lastly, individualized consideration (IC) 
hinges on the leader providing individualized feedback to the follower for the purpose of 
achieving a goal or personal growth.  Transformational leadership provides a mechanism for 
leaders and followers to improve their practice (Leithwood, 1992; Tucker & Russell, 2004; Bass 
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& Avolio, 2006).  Given these tenets, it further solidifies the importance of the relationship 
between assistant principals and principals. 
Influence of the Transformational Leader.  Leithwood (1992) argues that complex 
changes in school reform are a result of shifts in power relationships.  Typically, these power 
relationships occur mainly between leaders and their followers.  Transformational leadership is 
offered as a conduit of facilitating change, linking leaders and followers in this shared leadership 
process (Marks & Printy, 2003).  In today’s schools, the principal is viewed as a key figure 
(Oleszewski et al, 2012).  Effective leaders see the importance of having committed individuals 
on their teams and seeks to cultivate those relationships (Zepeda, 2013).  Ultimately, these 
interdependent relationships work cohesively towards the overall improvement of the schools.  
Most of the literature on transformational leadership emphasizes its impact on 
organizations mainly, not schools.  Leithwood (1992) defined and evaluated the notion of 
transformational leadership in schools through the lens of fostering a collaborative spirit, 
emphasizing teacher development, and collective problem-solving skills.  According to Tucker 
& Russell (2004), effective transformational leaders impact organizational change in the 
followings ways: 1) the mindset of people within the organization, 2) organizational culture, and 
3) the culture beyond the confines of the organization.  For the purpose of this review, the term 
schools will be substituted for the term organizations.  The relationship between assistant 
principals and principals is a critical one to the mission of teaching and learning in schools.  For 
principals to meet the ever-changing demands of running a school, they must get new leaders to 
“accept the challenge of school improvement and school achievement” and develop them by 
creating conditions in which they flourish and grow (Kaplan & Owings, 1999, 81).  Similar to 
organizations, school leaders must partner with one another.  In this partnership, principals must 
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seek to mentor assistant principals to look beyond their own self-interests, albeit the 
principalship in most cases, towards the overall goal of improving student performance.  Tucker 
& Russell (2004) contends that transformational leaders seek to raise the level of a school’s 
consciousness and explore new opportunities for success.  This awareness suggests that 
transformative leadership is a process of reflection and discovery (Bass, 1999; Tucker & Russell, 
2004; Bass & Riggio, 2006).  By willfully engaging in this process, schools and school leaders 
can be productive.  Eventually, transformational energy heightens people’s level of competency 
as they work to fulfill the organization’s and individual’s goals (Tucker & Russell, 2004).  It can 
have a positive impact on the people beyond their connection to an organization or a 
school.  Capacity is a power--a 'habit of mind' focused on engaging in and sustaining the learning 
of people at all levels of the educational system for the collective purpose of enhancing student 
learning in its broadest sense (Stoll, 2009).  By capacity building, it improves and sustains the 
overall structure of an organization or school.  
Excellent transformational leaders have the ability to see long term (Tucker & Russell, 
2004).  This extraordinary “sixth sense” tends to elicit a great deal of commitment at the 
intersection of what people believe and what they are actually doing (Hallinger, 2003).  From 
this perspective, the role of the principal is put on center stage in the context of transformational 
leadership development.  Transformational leaders are highly likely to impact the culture and 
climate of a school (Bass & Riggio, 2006; Allen et al, 2015).  Given this context, the principal 
must have the ability to harness the collective synergy of stakeholders towards a common 
purpose.   This effort elevates schools to another realm of mutual and individual effectiveness 
(Tucker & Russell, 2004).  Transformational leadership in schools heavily depends on the 
principal and, subsequently, the principalship.  
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 In the 1800’s, schools operated without the principals, and teachers were deemed the 
school leaders.  They were responsible for all of the administrative and clerical responsibilities 
necessary to run the school (Goodwin, Cunningham, & Eagle, 2005).  Prior to shifting 
accountability onto the shoulders of a single person, superintendents were tasked with overseeing 
the daily operations of local schools (Pearce, 1935).  However, as the business of education 
became more difficult to manage, the increasing need for a more authoritative position was 
inevitably created to oversee the daily functions of schools. 
Traditionally, schools were situated in buildings where there was only classroom space, 
little accountability, and they were supervised by local personnel (Goodwin et al, 2005). 
Therefore, school leadership lead by teachers was considered an acceptable practice.  As cities 
became more populated and urbanized in the mid 1800’s and early 1900’s, student enrollment 
increased thereby creating larger schools (Kafka, 2009).  For example, the average school size in 
the United States increased from 87 to 440 students and average district size increased from 170 
to 2300 students (Berry & West, 2008).  The daily operations of managing schools become more 
complex, the superintendent could not adequately fulfill the daily responsibilities of the school, 
more local authority was given to the principal or head teacher (Tyack, 1974).  By consolidating 
the number of department heads under one individual, it would make operating schools a more 
efficient organization (Pierce, 1935).  Initially, the emergence of the “principal teacher” 
developed as state educational systems were established to oversee and manage teachers and the 
school, in addition, their responsibilities included many day to day operations of the school, such 
as assigning classes, enforcing discipline, maintaining the building, and attendance maintenance 
(Beck & Murphy, 1993; Kafka, 2009; Rousmaniere, 2009). 
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Pierce (1935) defined the purpose of the principal teacher as follows:   
The principal teacher was (1) to function as the head of the school charged to his 
care; (2) to regulate the classes and course of instruction of all the pupils, whether 
they occupied his room or the room of other teachers; (3) to discover any defects 
in the school and apply remedies; (4) to make the defects known to the visitor or 
trustee of ward, or district, if he were unable to remedy conditions; (5) to give 
necessary instruction to his assistants; (6) to classify pupils; (7) to safeguard 
school houses and furniture; (8) to keep the school clean; (9) instruct assistants; 
(10) to refrain from impairing the standing assistants, especially in the eyes of 
their pupils, and (11) to require the co-operation of his assistants (p. 27).  
 
Because they were relieved of their teaching duties, principal teachers were viewed as 
possessing a higher degree of authority than other teachers (Beck & Murphy, 1993; Kafka, 
2009).  As superintendents became more reliable on principal teachers, they became less 
responsible for classroom teaching and thus became more responsible for the instructional 
aspects of schooling.  As schools continued to grow and become more organized, principal 
responsibilities expanded to finance, personnel, and facilities (Godwin, Cunningham, & Eagle, 
2005).  Thus, the principal became heavily responsible for creating and sustaining effective 
change in schools.  Accounts from Chicago and St. Louis superintendents in the mid-nineteenth 
century characterized the impact and importance of principals as “the prime factor in the success 
of a single school” (Pierce, 1935, p.39); regarded as the head of the school, stands in the line of 
authority, and every element of school-based decision making process goes through the principal 
(Pierce, 1935, p.56).   Beck & Murphy (1993) explained the principal’s role as a spiritual and 
EXPLORING THE PERCEPTIONS OF SECONDARY AP’s                                                                                   
   
28 
 
community leader, and scientific manager.  The principalship was a highly regarded position that 
was often linked to reflecting the accepted beliefs and morals of a society.  During this time, 
many education writers used religious descriptions to capture the essence and emphasize the 
importance of the role of the principal in operating local schools. Specifically, in terms of 
service, principals’ work was defined as possessing truths and values that would transcend any 
time period (Beck & Murphy, 1993).  The notion of service to others was a major factor in the 
development of principals because they were expected to be active public servants, as well as, 
serve the needs of the community by educating children.  Essentially, principals were viewed as 
the link between the district educational bureaucrats and the daily learning experiences of adults 
and students (Rousmaniere, 2009).  
Simply, as overseers of other adults, the role of principal garnered a certain level of 
power and status.  To maintain this level of prestige, principals did many things, many of which, 
are still expected of today’s principals.  According to Pierce (1935), those principal duties 
included hiring and removing teachers, observing teachers, purchase instructional materials, 
holding parent and teacher conferences, evaluated both students’ and teachers’ performance; 
providing feedback to improve instruction, and hosting parent open house nights (pp, 71-
75).   With these responsibilities, it helped to further advance the positional authority and status 
of the principalship (Rousmaniere, 2009).   Principals were viewed as self-governing figures who 
were given complete autonomy by local board members (Kafka, 2009).   Beyond the classroom 
and school walls, principals became more assertive in establishing their community and local 
presence.  As an example of their assertive nature, principals begin to mobilize by creating 
professional organizations as a means of discussing issues pertaining to their role and 
responsibilities (Kafka, 2009).  Eventually, the National Education Association (NEA) was 
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established, it led to the creation of other well-known organizations, such National Association 
of Secondary School Principals (NASSP) in 1916 and the National Association of Elementary 
School Principals in 1921 (Kafka, 2009).  These educational organizations generated interest and 
subsequently, research into this new role within school leadership, the principalship (Pierce, 
1935).   Much of the research translated into professional educational articles, journals, and 
discussions around common issues impacting education (Pierce, 1935, 193-196).  Beck and 
Murphy (1993) argued that the previously mentioned departments within the National Education 
Association and the certified endorsement by a group of professional educators initiated 
university-sponsored training programs, expectations for leadership, and inquiry into educational 
leadership constructs and practices.  Recognition by a body of qualified educators as well as 
continuing advances connected to this recognition led to the rise of the modern principal 
(Goodwin et al, 2005; Kafka, 2009). 
Evolving role of the principal.  Beck and Murphy’s (1993) Understanding the 
Principalship: Metaphorical Themes, 1920s-1990s provides a detailed summarization of the 
evolutionary stages of the principal by using themes given in historical context.   Thus, their 
work has been highly regarded in the landscape of leadership.  Several researchers (Brown, 
2005; Goodwin et al, 2005) referenced Beck and Murphy’s book as an outline for their own 
writings.  Hallinger (1992) has also done extensive work on the history and development of the 
principal.   However, the underlying theme in all of these published manuscripts is the complex 
nature of the school principal.  
As stated, it is seemingly obvious that the role of the principal has continued to evolve as 
a means to the overall improvement of schools.  For example, Beck & Murphy (1993) discussed 
principals in the 1920s and 1930s as possessing a driving purpose and business managers.  The 
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school administration was expected to utilize a research-based and solutions-oriented approach 
to current problems.    The advancement of principals as business executives seeking to conduct 
research to solve school issues defined this time period (Kanvanaugh, 2009).  Principals in the 
1940’s were examined through the lens of democracy.  This shift in view did not only have local, 
but national impact as well because schools were ultimately responsible for developing our 
nation’s youth and future citizens (Beck & Murphy, 1993).  From an educational perspective, the 
role of the principal shifted from an overseer to a facilitator.  Therefore, the duties of the 
principal now included curriculum writing and establishing the shared-governance process 
between school leadership and teacher (Beck & Murphy, 1993).  Essentially, this stage is 
considered focused on human capital and less on the rigidity of business concepts (Kavanaugh, 
2009).    Furthermore, by embracing the tenets of democracy it led to the idea of collective 
decision-making processes that included students, teachers, parents, and community 
involvement.  This inclusionary practice reinforced the belief in the democratic process as a 
morally appropriate method of government (Beck & Murphy, 1993).  Ultimately, it restored faith 
in humanity, by bringing individuals of different perspectives together for the accomplishment of 
a common purpose.   
During the decade of the 1950’s, school leaders combined the principles of scientific 
management and human relations to set the stage for principals to become more efficient time 
managers by delegating tasks and relying more on support staff.  Principals were more attentive 
to the details than the overall impact of running a school (Kavanaugh, 2009).  Thus, using the 
data to justify the impact of programs was necessary to increase school efficiency.  In addition, 
the use of time management was essential to the role of principal by prioritizing and delegating 
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jobs to streamline tasks necessary to run a school.  During this decade, the importance of 
principal preparation programs grew (Beck & Murphy, 1993) 
In the 60’s and 70’s, principals were deemed an integral part of the educational 
bureaucracy.  Basically, the principal is seen as the single individual of authority within the 
school.  Therefore, all decisions within a school were vetted by the principal and they were in 
charge of ensuring that the teacher’s voice was heard through the collective leadership 
process.  For school improvement, scientific strategies for planning and assessing were used.  
Accountability measures were employed to ensure principals were held responsible for their 
actions and decisions (Beck & Murphy, 1993).  During the 1970, principals were tasked with 
leading all stakeholders, establishing a positive rapport with teachers and students, and being 
flexible in various roles of the principalship.  Ultimately, it led to pressures that left principals 
unsure about the expectations of their role.  
Instructional Leadership 
The 1980’s ushered in a new phenomenon of the principal becoming an instructional 
leader (Beck & Murphy, 1993; Plessis, 2013).  Edmonds asserted that the key to establishing 
effectively run schools focuses on instruction (Edmonds, 1979; Hallinger, 1992).  This assertion 
as well as, much of the early literature on instructional leadership derived from research on 
effective schools.  Effective school studies primarily focused on organizational change, school 
improvement, and program improvement in elementary urban schools (Edmonds, 1979; 
Hallinger 2003; Hallinger, 2005).  Subsequently, it concluded that “strong, direct” leadership 
was crucial and it hinged on what was being taught and how it was being delivered (Edmonds, 
1979; Whitaker, 1997; Hallinger, 2003).  By these earlier accounts, instructional leadership 
situates the role of the principal at the “heart” of schooling by coordinating, supervising, and 
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making curricular decisions regarding school matters (Hallinger & Murphy, 1987).  However, 
there continues to be discussion among practitioners about the ability for principals to be flexible 
in this ever-changing role (King, 2002).  For principals to ever acquire the skills of performing at 
a high-level in a seemingly fast-paced environment, it is necessary to begin at the foundation of 
what instructional leadership entails. 
Instructional Leadership defined.  Early perspectives on instructional leadership 
offered a simple explanation, such as, leadership actions taken to enhance teaching and learning 
(King, 2002; Marks & Printy, 2003).  Hallinger & Murphy (1987) defined instructional 
leadership as a much more complex process in which school leaders have a clear vision of 
school’s goals, oversee instructional programs, and establishes a positive school culture centered 
on teaching and learning (Blase & Blasé, 2004; Marks & Printy, 2003).  These characteristics are 
manifested by the principals being highly visible, creating a reward system, establishing high 
standards, preserving academic time, and participating in excellent staff development (Hallinger 
& Murphy, 1987; Whitaker, 1997). As a result, the principal emerges as the main ingredient in 
impacting teacher instruction, raising student performance, and sustaining school improvement 
(Hallinger, 2003; Plessis, 2013).  Principals must help teachers focus on what students are 
learning, rather than what they are teaching (Lunenberg, 2010).  In this role, the principal is 
regarded as a forward-thinking proponent of change.   
More recently, the notion of instructional leadership has expanded to include 
collaboration, data analysis, support, and aligning curriculum and instruction, and professional 
learning communities (Hallinger, 2003; Hallinger, 2005; Lunenberg, 2010; Marks & Printy, 
2003; Reitzug et al, 2008).  Several researchers have suggested key characteristics necessary for 
instructional leaders.  Furthermore, they are summoned to facilitate the change process by 
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implementing problem-solving strategies and providing resources towards increasing student 
achievement that will transform both schools and communities.   As the principalship became 
more and more complex, their roles and responsibilities continued to evolve to meet the demands 
of increased accountability measures.  Given its complex nature, many researchers have not been 
able to provide a concrete definition of instructional leadership.  Despite this inconsistency, what 
remains to be pretty clear about the quality of instructional leadership is that it has become the 
foundation of building and sustaining effective schools and school leadership (Hallinger, 1992).  
Principal as the Instructional Leader.   The principal is a complex figure in the 
literature on educational leadership (Hallinger, 2005).  After the No Child Left Behind (NCLB) 
legislation in 2001, the belief that the principals should serve as the instructional leader as 
their core responsibility in their school became a widely held view by many educators (Fink & 
Resnick, 2001; Reitzber et al, 2008).   Policy demands on improved education characterized by 
increased accountability have called for principals to become more curriculum oriented and 
instructionally driven to improve student performance (Hallinger, 2005; Lunenberg, 2010).  As 
shown below in Figure 1, several researchers have proposed various instructional leadership 
actions or characteristics to describe what an effective instructional leader should do or does 
(Bamburg & Andrews, 1990; Blase & Blase, 1999; Hallinger & Murphy, 1986; King, 2002; 
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All of these actions or behaviors are essential to sustain improvement of 
schools.   Therefore, the principal’s main obligation is to create an environment that is conducive 
to the learning for all students (Plessis, 2013).  For this to occur, the principal must be visible and 
actively involved in the daily operations of the school from both a managerial and academic 
standpoint (Whitaker, 1997).  More important today than ever, the principalship is critically 
necessary to the achievement or non-achievement of a school, as an extension of this influence 
the role of the assistant principal has become key as well (Militello et al, 2015).  In this context, a 
principal’s role shifts from a managerial position to developing new leaders to accept some of 
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Emergence of the Assistant Principal 
To develop a conceptual understanding of the role of the assistant principal today, it is 
vital to understand how this position emerged.  Prior to 1953, little was written on the role of the 
assistant principal (Glanz, 1994; Kindsvatter & Tosi, 1971).   Payako & Rorie (1987) argue that 
perhaps the reason for very little research on assistant principals is historical.  The term 
“principal” has been used so often in the literature to discuss specifically the main leader of a 
school, therefore, any other “principals” within the school are essentially non-existent (Payako & 
Rorie, 1987; Barnett et al, 2012).  In this context, assistant principals are not traditionally viewed 
as school leaders.  This perspective may contribute to the scarce research on the assistant 
principalship and the arbitrary role they have played in school leadership (Barnett et al, 
2012).  Consequently, the role of assistant principal has not been well-defined, and therefore 
given significantly less attention in terms of importance and status (Cranston, Tromans & 
Reugebrink, 2004; Glanz, 1994; Austin, 1972; Kindsvatter & Tosi, 1971).  Golanda (1991) 
proposed that the role of assistant principal was developed without an appropriate theoretical 
basis, thus, its emergence as a profession was more of a matter of convenience rather than long-
term planning (Glanz, 1994; Kindsvatter & Tosi, 1971).  Glanz (1994) reported that urbanization 
was the primary contributing factor into the increased number of schools and principals.  From 
1900 to 1920, total student enrollment steadily grew from 14 to 21.5 million (Glanz, 
2004).  Early researchers concluded that in the 1920’s, “general supervisors” or assistant 
principals were developed to relieve the principal of dealing with the increasing administrative 
duties, such as operations, attendance records, building maintenance, classroom observations, 
extracurricular activities, coordination of special programs, and student discipline (Pierce, 1935; 
Kindsvatter & Tosi, 1971; Glanz, 1994).  Along with the clerical and managerial duties, 
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ultimately, the assistant principal was created to fill in for principals when they were busy or 
simply did not want to deal with those routine tasks (Glanz, 1994).  For example, assistant 
principals perform many of the same duties as principals, such as, school management, student 
services, personnel, and curriculum and instruction (Marshall & Hooley, 2010).  However, 
assistant principals were also viewed as consultants to the principals, and therefore, they were 
not given much authoritative power (Glanz, 1994).  In fact, assistant principals were often 
reminded that they did not possess much influence within the early bureaucratic structure of the 
educational system.  According to Stoyer (1928), they were advised that the “superintendent ran 
the school system; the principal ran the school and that assistant principals were merely expected 
to assist in improving teaching”.  For about 50 years, this kind of thought contributed to the 
marginalization of the role of the assistant principalship, even today, the needs of the school 
dictate the changing role of the assistant principal (Marshall & Hooley, 2006).  Until recently, 
assistant principals have been regarded as underutilized resources in schools (Barnett et al, 
2012).  Even in the literature, research on the role of the assistant principal has been generally 
lacking and relatively obsolete (Glanz, 1994; Cranston et al, 2004; Ribbins, 1997; Kaplan & 
Owings, 1999; Marshall and Hooley, 2006; Militello, Fusarelli, Mattingly, & Warren, 
2015).  According to researchers, assistant principals have been traditionally characterized as a 
“caretakers, “and “sophisticated policemen” (Koru, 1993) and “forgotten man” (Glanz, 1994), 
the “neglected actor in practitioner literature” and “a wasted resource” (Hartzell, 1994), 
associated strongly with maintaining law and order (Kindsvatter & Tosi, 1971; Kaplan & 
Owings, 1999).  
Since the role of assistant principal is associated with the principalship, most of what is 
known about the assistant principalship comes from the literature centered on the principalship 
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(Kindsvatter & Tosi, 1971).  Many researchers believe the position of assistant principal is a 
critical one advancing to the principalship.  For example, Marshall & Hooley (2006) suggests 
that the assistant principalship is a gateway to mobility in school administration; Militello, Gadja 
& Bowers (2009) asserts that the assistant principalship is the steppingstone to the school top 
leadership position; Greenfield (1985) and Marshall (1992) describes the assistant principal 
position as a test to determine suitability for the role of principal; Barnett et al (2012) offers the 
notion that the assistant principalship offers the appropriate training for the role of 
principal.  Other researchers have disputed the assumption that the role of assistant principal is 
adequate for the principalship (Koru, 1993; Kwan, 2009).  Kelly (1987) directly declared that 
“one of the great myths of education is that the position of assistant principal is a proper and 
useful training ground for the principalship”; and Coulson (1997) upheld this assertion by further 
stating that assistant principals hardly ever receive opportunity to make principal-like 
decisions.  While, in general, assistant principal’s express that they are satisfied in their role and 
plan to remain in administration (Oliver, 2001); other researchers have reported that assistant 
principals do not feel that they are prepared for the role of principal (Busch et al, 
2010).  Furthermore, Mertz (2006) suggested that principals do not think of their assistant 
principals as possible principals.  Thus, lending itself to the notion that the assistant principal 
role is non-instructional (Kaplan & Owings, 1999).  Given the many responsibilities bestowed 
upon assistant principals, a large part of those tasks assigned do not align closely to the 
responsibilities of the principal (Barnett et al, 2012).  Therefore, principals are viewed as leaders, 
thus making assistant principals simply managers (Cranston et al, 2004).  Ultimately, this 
disconnect between what assistant principals are expected to do and what they actually do stems 
from their development as a school leader.  In this light, the relationship between assistant 
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principals and principals is a critical component to the growth and sustainability of leadership 
within schools (Hausman et al, 2002).  Working alongside an effective principal, assistant 
principals can learn and refine skills, while experiencing growth opportunities necessary to 
become an effective instructional leader (Kaplan & Owings, 1999; Taylor & Martin, 2007). 
Qualifications. The minimum qualifications for becoming an assistant principal in most 
states requires the following: 1) possess a Master’s degree, 2) 3 years of successful classroom 
experience, 3) passing score on the state certification exam, 4) completion of a practicum with a 
mentor, and 5) a state administrator’s license (retrieved from 
https://www.teacher.org/careers/vice-principal).  The qualifications for becoming an assistant 
principal in Duval County Public School system is similar to other states, with the exception of 
aspiring leaders must pass an Assistant Principal screening and must successfully complete an 
Assistant Principal’s preparation program.  Ironically, these same minimal requirements plus 
typically 3-5 years of administrative experience and passing a Principal screening are necessary 
steps to becoming a school principal as well.  While both positions require similar qualifications 
to fulfill their roles, the role of the assistant principal has yet to evolve as much as the principal’s 
role since its inception (Kelly, 1987).     
Recruitment and Retention of Principals 
As school needs continue to change, the unwavering need to attract and retain highly 
qualified educators has become a focal point in school administration (Crow & Pounder, 
2005).  Several research studies indicate that effective principal leadership directly impacts 
school performance (Beteille, Kalogrides, & Loeb, 2012; Browne-Ferrigno & Muth, 
2008; Marzano et al, 2005).  Therefore, the need to develop aspiring principals that can establish 
and sustain quality leadership in our schools is critical to school performance.  However, recent 
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developments suggest that it is becoming increasingly problematic to identify qualified 
applicants for the position of principal, as well as retain current principals, thus causing a 
shortage of principals to lead schools (Whitaker, 2003).  A 2003 nationwide study concluded that 
“a limited number of potential principal candidates exists in the United States among rural, 
urban, and suburban schools, and in elementary, middle and high schools” (Roza, Celio, Harvey, 
& Wishon, 2003, p. 17).  In the same report, more specifically it stated that principal 
vacancies in high schools tend to be more difficult to fill than in middle and elementary 
schools (Roza et al, 2003).  It is documented that the limited applicant pool is due to 
strict requirements necessary to become a principal and failure to adequately prepare aspiring 
principals for the role, it discourages many potential applicants from pursuing the 
principalship (Browne-Ferrigno & Muth, 2008; Hine, 2003).  District officials are well aware 
of this depletion of school leadership.  Roza et al (2003) highlight that superintendents are 
worried about the demand for effective school principals because they are concerned with the 
state of schools and the desire for better school leadership.  This understanding should not 
only sit the development of assistant principals who seek the principalship at the forefront 
of dialogue about school leadership, but draw attention to how these aspiring school leaders are 
being prepared and trained to meet the demands of the position.  
Role of the assistant principal.  As mentioned previously, the role of the assistant 
principal was initially created to assist the principal with daily administrative duties (Glanz, 
2004).  Therefore, the role of the assistant principal has been poorly defined (Greenham, 1972; 
Marshall & Hooley, 2006).  As a result, assistant principals have been tasked with a myriad of 
duties, ranging from providing classroom support for teachers to supervising students (Glanz, 
1994; Harvey, 1994).  Interestingly enough, many of the responsibilities for which this position 
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was created still remain the primary duties even today (Oleszewski et al, 2012).  Despite the 
limited research on the role of the assistant principal, there have been a number of studies 
conducted that focus on their role and responsibilities.  A 2012 literature review on the role of 
assistant principals highlighted 7 scholarly works ranging from 1970 to 2011, occurring in the 
United States, United Kingdom, and Hong Kong.   One of the earliest studies conducted by 
Austin and Brown (1970) sampled over 100 secondary assistant principals.  It identified 29 total 
duties of the assistant principal.  Some of those duties included student discipline, special 
occasions, emergency procedures, teacher rosters, and faculty meetings (Oleszewski et al 2011, 
p. 275).  Based on more recent results of the 2009 research study by Kwan (p. 202) it verified 
seven job obligations of the assistant principal from their sample of over 300 secondary assistant 
principals in Hong Kong: external communication and connection; quality assurance and 
accountability, teaching, learning and curriculum, staff management, resource management, 
leader and teacher growth and development; and strategic direction and policy environment. 
Similarly, Hausman et al (2002) concluded that 125 assistant principals in Maine spent the 
majority of their day involved in student management, human resources, instruction, networking, 
professional development, resources, and public relations.  Oleszewski, Shoho & Barnett (2012) 
categorized its findings into three main constructs from their review of the literature on the role 
of assistant principals: student services, instructional education, and personnel management.  For 
this role, these themes describe the range of duties that assistant principals must encounter daily 
from dealing with unwanted tasks of their principals to instructional support for teachers to 
student discipline (Glanz, 1994; Kaplan & Owings, 1999).   Glanz (1994) revealed in his study 
that assistant principals stated that 90% of their time is spent handling student 
misconduct.  Several other researchers reported that assistants are expected to uphold and 
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maintain safety and order, as well as promote a positive school environment (Bartholomew et al, 
2005; Kaplan & Owings, 1999).  Other job-related tasks are labeled “additional duties as deemed 
necessary” are allotted to ensure the smooth operation of the school (Kaplan & Owings, 
1999).  These additional jobs may include textbook manager, transportation coordinator, dealing 
with parent concerns, lunch duty, and paperwork (Glanz, 1994; Kaplan & Owings, 1999; Barnett 
et al, 2012).  Hausman et al (2002) suggested that assistants spent the least amount of time on 
instructional leadership.  However, 90% expressed their interest in performing instructional 
leadership activities (Glanz, 1994).  Black (1980) sought to clarify the role of the assistants in her 
study by examining their perceptions of the duties they perform.   Based on these 6 categories: 
instruction, student activities, student services, human resources, school operations, and 
professional development were examined to determine what degree assistant principals were 
involved in these areas.  As a result, the similarities and differences identified by principals and 
assistant principals lends itself to the restructuring of this position expectations to be clear.  
Recently, there has become a more direct and intentional shift in examining the idea of 
“building a bench” of experienced, well-trained school assistant principals to lead schools 
effectively (Taylor & Martin, 2007, p. 22).  As principals continue to retire in large numbers, the 
need to have new school leaders prepared to take on the challenge of effectively leading schools 
is critical (Oleszewski et al, 2012).  Therefore, the development of the assistant must certainly be 
addressed.  According to Marshall & Hooley (2006), identifies role ambiguity, role conflict and 
work satisfaction, and career path as some factors that impact the development of the assistant 
principal.  However, this study will further examine the effectiveness of leadership preparation 
programs for assistant principals that are designed to pave the way towards being effective 
instructional leaders. 
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Role ambiguity.  The position of assistant principal was established to assist the 
principal.  Assistant principals were seen as advisors, and subordinates to the principal, 
possessing little to no influence on school matters (Glanz, 1994).  To this end, the role of 
assistant principal has been blurred by the many roles and responsibilities they fulfill and many 
obstacles they endure on a daily basis (Celikten, 2001).  Furthermore, it is suggested that due to 
the flexibility demands of the role of assistant principals they do not have clear, well-defined 
duties or process for measuring outcome effectiveness from completing a to-do list (Kindsvatter 
& Tosi, 1971; Celikten, 2001; Barnett et al, 2012).  This vagueness often leads to job 
inefficiency, feelings of ineptness and frustration on the part of the assistant principal, ultimately 
leading to decreased work performance (Barnett et al, 2012). 
Role conflict and work satisfaction.  Traditionally, assistant principals were viewed as 
individuals who were hired if the school’s attendance justified it and they also took some of the 
pressure off of the principal (Glanz, 1994).  Marshall & Hooley (2006) states that the obligations 
of the assistant principal can be clustered into 4 groups: conferencing with parents, students, and 
teachers, handling behavior issues, developing the master schedule, enrolling students, and 
attendance, and counseling students.  Other researchers have categorized the role of the assistant 
principal as evaluating teacher effectiveness, improving curriculum and instruction, staff 
development (Kindsvatter & Tosi, 1971; Kwan, 2009).  In much of the literature, it is evident 
that most education professionals see assistant principals as disciplinarians who enforce the 
rules, focus heavily on a safe school environment, resolve conflict, and monitor the hallways 
(Kaplan and Owings, 1999; Barnett et al, 2012).  Although school safety and discipline is a 
major priority in education, overwhelming and laborious tasks dealing with discipline can 
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contribute to the negative outlook of assistant principals.  Ultimately, this generates feelings of 
job dissatisfaction and poor performance (Celikten, 2001). 
Hartzell (1993) concisely described the role of assistant principal as a “mosaic of partial 
responsibilities”.  Assistant principals who are recognized and rewarded for their dedication and 
hard work by the district, school, principal, or by what they have determined is important should 
have a sense of job satisfaction.  The 1970 study by Austin and Brown examined the job 
satisfaction of assistant principals’ as it pertains to their job duties and responsibilities.  It 
concluded that assistant principals were less satisfied with handling menial tasks, such as dealing 
with student behavior, attendance and other administrative duties (Greenfield, 1985; Hausman et 
al, 2002; Niewenhuizen & Brooks, 2013). Several years later another study by Croft and Morton 
(1977) suggested that through the use of motivational factors there was a correlation resulting in 
a slight increase towards job satisfaction than the Austin and Brown study (Hausman et al, 
2002).  In addition, a study conducted by Garawski (1978) surveyed 164 assistant principals in 
Southeastern Pennsylvania revealed that tasks, such as, teacher evaluation, teacher supervision, 
and preparation of the master schedule yielded the highest degree of job satisfaction.  In 1995, 
Drake used the Porter needs satisfaction questionnaire in his study, as did Austin and Brown, 
linked job fulfillment to the social needs of security, esteem, autonomy, and social actualization 
as it relates to the roles and responsibilities of an assistant principal.  As a result, it was 
determined that assistant principals in secondary schools seemed to have more deficiencies than 
administrators in primary schools (Hausman et al, 2012).  These deficiencies contribute to the 
career path of many assistant principals. 
Career path.  Many assistant principals believe that their best opportunity to become a 
principal lies within the ranks of the assistant principal.  Marshall & Hooley (2006) claims that 
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the assistant principalship is a step in the right direction for the principalship.  As an assistant 
principal, one is viewed as having leadership ability.  Therefore, assistant principals may conduct 
many of the same duties that principals perform in preparation of the role.  Furthermore, some 
assistant principal tasks or activities may allow exposure to higher district administrators 
increasing opportunity for advancement (Marshall & Hooley, 2006).  Without or with very little 
opportunity to develop and growth, the assistant principal becomes ineffective in preparing for 
future school leaders.  However, as school accountability continues to rise, the demand for 
assistant principals who are instructional leaders has increased.  Therefore, the role of the 
assistant principal has shifted to include instructional leadership.  In this role, assistant principals 
can feel a greater sense of impact and focus on the learning environment, resulting in significant 
student performance (Kaplan & Owings, 1999). 
Assistant Principal as an Instructional Leader 
Prior to the 1980’s, most of the research on the role of the assistant principal was broad 
(Hausman et al, 2001).   Essentially, it consisted of examining how assistant principals utilized 
their time during the course of a school day, managing their administrative and clerical 
tasks.  Greenham (1972) introduced the notion of analyzing the function and role of the assistant 
principal in the context of schooling.  To date, there has been very little written about assistant 
principals as instructional leaders (Marshall & Hooley, 2006).  Over the last 30 or 40 years, there 
has been a paradigm shift in how assistant principals have been viewed.  With the evolution of 
school leadership and instructional accountability, the role of assistant principals has been 
restructured (Barnett et al, 2012).  No longer are assistant principals being merely perceived as a 
“substitute” to the principal, but are now looked upon as an intricate and necessary piece to the 
idea of school leadership (Hausman et al, 2001).  Subsequently, a call for the role of assistant 
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principal to become more involved as an instructional leader has become prevalent to transform 
21st century schools (Greenfield, 1985; Golden, 1997; Celikten, 2001; Gurley et al, 2015; Barnett 
et al, 2012).  
Since assistant principals have been traditionally viewed as managers, researchers and 
practitioners suggest assistants take certain steps to be regarded as instructional leaders (Barnett 
et al, 2012).  In an effort to become instructional leaders, assistant principals should stay abreast 
of the latest educational trends by reading professional articles and journals, share resources, 
participate in staff professional development activities, professional learning communities’ 
sessions, department and team meetings (Gerke, 2004; Bartholomew et al, 2005).  For these 
instructional tasks to occur, assistant principals must become better time managers.  
Furthermore, many of their assigned managerial duties, such as, attendance and discipline must 
be reduced if principals expect assistant principals to be committed and focused to sharpening 
their instructional knowledge and practices (Celikten, 2001).  Despite these important, but time 
consumptive tasks, assistant principals must find room in their busy schedules to observe 
teachers and provide feedback, instructional coaching, engage in professional learning 
communities, and analyze data. 
Barriers and supports to role enactment.   Although the call for instructional 
leadership among assistant principals has been rather recent, historically, assistant principals 
have not been given instructional leadership responsibility, nor has it been a requirement in the 
official job description of assistant principals (Celikten, 2001).   Prior to the emergence of the 
assistant principal, the principal handled attendance and discipline issues, however, as schooling 
became more complex the need for an assistant was necessary.   
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Therefore, the shift from administrative and clerical tasks to instructionally-centered 
responsibilities has been a difficult one for assistant principals.  Oliver (2005) argues that 
assistant principals are important assets to assist principals in many ways.  Therefore, it is 
essential to the development of assistant principals that they are constantly put in positions to 
excel as instructional leaders.  Otherwise, those missed opportunities delay the growth of 
assistant principals.  Inversely, they tend to work as barriers towards the assistant principal’s 
enactment of instructional leadership tasks.  Celikten (2001) investigated the difficult and 
various instructional tasks of secondary assistant principals and factors that improve or impede 
the performance of these duties.  Based on the responses of the assistant principals, several 
themes were identified that they indicated hindered their instructional prowess.  
Celikten (2001) reported that the following themes developed as a result of assistant 
principal’s responses that make it difficult to fulfill academically-focused responsibilities: 
1) Lacking role description, 2) inability to attend workshops, seminars, due to lack of 
time and funding, 3) performing many duties that are unwritten, 4) a majority of their day 
is consumed by attendance and discipline issues and denied opportunities in leadership 
and curriculum development, 5) rapid student growth and multi-cultural student body, 
6) school law constantly changes, 7) dealing with politics in education, 8) lack of parental 
involvement, 9) little satisfaction due to the negative portrayal of role as disciplinarian, 
10) research on assistant principal is limited, 11) lack of teacher classroom management, 
12) not knowing much about the community, and 13) inexperience (p. 74). 
 
Additional factors that affected the role of assistant principals: 1) assistant principal is 
defined by their role and learn on the job, 2) principals control much of the career of assistant 
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principals by determining their job duties and experiences they encounter, 3) little autonomy in 
making decisions and encouraged to assist the principal, 4) success is characterized by being 
loyal and upholding the principal’s way of doing things, and 5) being an assistant principal can 
stifle your opportunity to be creative and original because you are obligated to the principal 
(Gurley et al, 2013; Mertz, 2006).  The lack of ongoing dialogue with other experts on issues of 
curriculum, instruction, goal setting, and problem solving processes can impede the development 
of assistant principals (Gurley et al, 2013).  Thus, narrowing the window for assistant principals 
to develop and can even work against them (Gurley et al, 2013) because what they are allowed to 
do and expected to do is largely principal-driven. 
On the contrary, Celikten (2001) outlined some indicators that work towards the 
enhancement of instructional leadership tasks of assistant principals: 
1) Principal support and encouragement, 2) attending workshops, seminars, and 
conventions, 3) learning the school and community culture helps assistant principals 
perform him/her duties and responsibilities better, 4) having a good relationship with 
district office personnel, 5) interpersonal skills used to problem-solve, 6) ability to 
work with diverse groups of people, 7) networking and knowledge of school law, 8) 
employing a well-motivated support staff that works well as a team and enjoys 
working with students, 9) ability to deal with parents and community support, and 10) 
good classroom management as a classroom teacher (p. 73).  
 
This exposure to some aspects of the principalship tends to have a positive lasting effect 
in preparing assistant principals for the principalship, if done effectively, a co-principalship 
arrangement is formed (Celikten, 2001).  In this context, working in a co-leadership tandem 
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would increase the likelihood of meeting and exceeding the school’s goals and vision.  In 
addition to the influence that principals potentially have on the development of assistant 
principals, we also examine the effectiveness of assistant principal preparation programs in 
building instructional leaders. 
Assistant principals’ preparation programs.  Typically, it is required that an assistant 
principal has at least 3 years of satisfactory classroom experience, possess a master’s degree, and 
has passed the state educational leadership exam prior to applying for an 
assistant principalship.  Similar to classroom experience, assistant principals should have at least 
3 years of satisfactory experience as an assistant principal prior to applying to become a 
principal.  Oleszewski et al (2012) contend that assistant principals lack preparation from their 
advanced degree coursework and that there are minimal professional programs geared toward 
them.  Oliver (2005) stated that research on the professional development of assistant principals 
is sporadic.  Despite this, the development of assistant principals is critical to school 
leadership.  Marshall (1992) highlighted the idea that assistant principals need additional training 
beyond their managerial responsibilities.  Managing the daily operations of a school for assistant 
principals reduce the chances of becoming instructional leaders (Oliver, 2005).  Time 
consumptive activities tend to hinder the growth of assistant principals finding themselves 
bogged down by non-instructional “stuff”.  Ideally, their learning experiences should closely 
mirror those of a principal, to prepare them to face similar problems and situations they will one 
day encounter (Oliver, 2005).  Some researchers offer specific knowledge and skills necessary to 
the role of an instructional leadership that should be at the core of assistant principal training, 
such as, curriculum and instruction, student learning, managing change, time management, team-
building, and teacher observation and evaluation (Gurley et al, 2013; Oliver, 2005).  As the need 
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for instructional leaders to lead effective schools continue to arise, educators must evaluate and 
re-evaluate the “instructional integrity and value” of both existing and new assistant principal 
preparation programs.  As previously mentioned, many researchers have initiated conversations 
about the changing role of the assistant principal as an instructional leader via professional 
development (Gurley et al, 2013; Marshall, 1992).  In essence, are future school leaders 
receiving the rigorous training in these preparation programs necessary to lead and sustain 
successful schools?  
According to The Educational Research Service (1998) only about 25% of school 
districts provide any kind of professional development for assistant principals.  In other words, 
there are few professional development opportunities for the mid-level group of administrators 
(Oleszewski et al, 2012).  This indicator is significant given the need for school 
leadership.  Professional development is examined as another means to establish better qualified 
school leaders.  However, the training that is offered has not been as effective as it could 
be.  Marshall & Hooley (2006) describes one strategy of many school districts is their 
development of “grow your own” programs as a way to train and hire potential principals from 
within their schools that will eventually lead these same schools once they have successfully 
completed the program.  This strategy can also be viewed as an investment in sustaining school 
leadership.  However, due to the overwhelming responsibility of school principals, potential 
candidates have decreased interest in this professional and achieving the principalship, resulting 
in a shallow pool of qualified applicants (Gurley et al, 2013).  To combat this shortage, it is 
mission critical to expand the instructional capacity of assistant principals.  Within professional 
development, the content, skill development, career advancement, and professional development 
activities, such as mentoring are explored.   Marshall (1992) suggests that adequate professional 
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development is necessary to expand the instructional leadership propensity of assistant principals 
in preparation for the role of principal.   For professional development to be effective, the 
literature highlights the kinds of training that would yield the best results.  Professional 
development must be relevant and personalized to the individual receiving it.  In addition, 
mentoring is widely accepted as a beneficial way to develop assistant principals (Oleszewsi et al, 
2012).  Mentoring creates an important connection that seeks to solidify the relationship between 
assistant principals and principals.  This may result in the development of the assistant principal 
as an effective instructional leader. 
Relationships between assistant principals and principals   
Mentoring relationships have gained momentum in popularity in school administration 
(Daresh, 2004).  In mentoring, assistant principals confirmed that the principal is instrumental in 
directing and fostering their instructional leadership capacity (Marshall & Hooley, 2006; Paskey 
1989).  Having a mentor to help guide thinking and meet the demands of the principalship is “the 
single most powerful thing an assistant principal can do to enhance personal survival and 
effectiveness” (Daresh, 2004, p.97).  Therefore, the relationship between the assistant principal 
and principal is crucial to the maturation of the assistant principal as an instructional leader.  
Calabrese & Tucker-Ladd (1991) assert that “the principal has a strong duty to serve as a 
mentor for the assistant principal” (p. 67).   Effective principals help their assistants build 
capacity and foster their own leadership styles.  Paskey (1989) suggests that one of the ways that 
principals can impact mentees is that they must be willing to view the assistant principal as an 
equal partner.  This mutual sense of equality must have trust and respect at its foundation 
(Playko, 1991).  By seeing the assistant principal in this manner, it provides a synergistic core 
and a co-leadership paradigm necessary to establish a successful school (Calabrese & Tucker-
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Ladd, 1991).  Positive mentoring relationships tend to have a favorable influence on the 
preparation of assistant principals for the role of principal (Oleszweski et al, 2012).  Simply put, 
assistant principals who have positive relationships with their principals may be better equipped 
for the principalship.  While effective mentorship allows assistant principals to make some 
mistakes, it also sets a much larger stage for their development as a result of receiving guidance 
and feedback to refine decision-making skills.  To further characterize the mentoring relationship 
between the assistant principal and principal, Calabrese & Tucker-Ladd (1989) point out that the 
following traits are important to defining this co-leadership dynamic: collaboration, 
inclusiveness, coaching, sharing ideas, development, and modeling.  Ultimately, this provides a 
framework for how assistant principals and principals should interact and engage one another in 
the development of the mentee.  Within these parameters, principals are able to provide a path 
for assistant principals to establish sustained growth, self-confidence, and awareness about 
instructional leadership leading toward increased accountability in terms of career advancement 
and commitment to the profession (Calabrese & Tucker-Ladd, 1991).  The assistant principal-
principal mentoring relationship is a social agreement and investment that positively influences 
both those involved and schools they lead (Calabrese & Tucker-Ladd, 1991; Hausman et al, 
2002). 
Understanding assistant principal voice 
There are very few studies that offer the individual perspectives of assistant principals 
(Militello et al, 2015).   Whether intentional or unintentional, assistant principals have 
continuously been marginalized since the role was created, not to mention that much of their job 
description is defined by the principal and viewed by other education professionals as non-
instructional (Gurley et al, 2013; Leaf & Odhiambo, 2017).  From a historical perspective, the 
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initial purpose of the assistant principal was to complete administrative tasks that freed the 
principal to run the school.  As accountability measures have become increasingly rigid, 
educational practitioners have called for school leadership reform.  One such reform practice has 
been to re-examine and expand the role of the assistant principal to include instructional 
leadership.  By expanding their role, it would allow assistant principals to be more involved in 
curriculum and instruction process of teaching and learning.  In addition, many assistant 
principals desire to be principals and instructional leaders (Cranston et al, 2004).  This would 
provide them the experience and training necessary to become an effective instructional 
leader.  Furthermore, it gives voice to an important group of educators who has been traditionally 
overlooked, isolated, and considered virtually obsolete.  This voice is critical to the success of 
schools as educational leaders have continuously relied on the expertise of assistant principals. 
Chapter 2 Summary  
Chapter 2 outlined the conceptual framework for this study, transformational leadership, 
its influence on others and organizations.  As an extension of transformational leadership, the 
theory of instructional leadership is defined.  An overview of the principalship and its evolution 
as an instructional leader role is provided.  As a result of this evolution, the emergence of the 
assistant principal is discussed.  The role of the assistant principal changes from various stages 
role ambiguity, role conflict and work satisfaction, and career path are explored.  As school 
demands increase, the assistant principal role is expanded to include instructional leadership.  By 
expanding this role, barriers and supports, such as assistant principal preparation programs and 
the relationships between assistant principals are identified towards role enactment.  Finally, the 
impact of voice is highlighted as a key ingredient in the development of assistant principals as 
instructional leader 
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CHAPTER 3: METHODOLOGY 
  The purpose of this chapter is to explain the methodology used in this study.  For this 
study, the methodology selected to examine the individual viewpoints of secondary assistant 
principals is Q methodology.  In general, Q methodology is a technique used to examine the 
individual perspectives of a marginalized group based on their individual perspectives.  The 
various backgrounds and experiences that can seemingly set them apart can also serve as the 
underlying episodes that bring them together.  This information is used to gain a better holistic 
understanding of the entire phenomenon researched.  This chapter seeks to explain Q 
methodology in more depth, related to operant subjectivity, advantages of Q methodology, 
concourse development, study participants, and Q sorting procedures.  
Methodology 
Q methodology.  There are general standards that researchers should adhere to that add 
to the educational value of a phenomenon.  Howe and Eisenhardt (1990) identified several 
criteria for establishing the development of qualitative and quantitative research, specifically, the 
fit of research questions, data collection, and data analysis.   Based on this criterion, Q 
methodology is a good fit for this research question: What are the shared perspectives that 
secondary assistant principals hold about principals’ actions and practices towards their 
development as instructional leaders?  McKeown and Thomas (1988) characterized the core 
principle of Q-methodology as “a person expressing his or her view point.”  Collectively, it 
measures the individual perspectives surrounding a particular topic (Brown, 1980).  This study 
will explore the shared perspectives of secondary assistant principals about principals’ actions 
and practices towards their development as instructional leaders.  
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As a means of acquiring the subjectivity of one’s perspective, William Stephenson 
developed the research technique known as Q methodology in 1935 (Watts & Steiner, 2012).  Q 
methodology was an evolution of factor analysis.  Factor analysis was designed to show 
correlations between a number of calculated variables (Watts & Steiner, 2012).  However, Q 
methodology seeks to capture the holistic view of one’s subjectivity.  In his approach, 
Stephenson sought to analyze data in holistic terms of individual responses, as it pertains to their 
viewpoints (Coogan & Herrington, 2011).   This results in the tests, not participants becoming 
the sample and the participants becoming the variables (Watts & Stenner, 2005).  Based on the 
experience and the vantage point of individuals, subjectivity can change the essence of what is 
meaningful to those involved. 
Using Q methodology allows the researcher to analyze and conclude new outcomes about 
one’s experiences (McKeown & Thomas, 1988).  Through modeling, this rigorous systematic 
approach provides opportunity for participants to identify their key experiences.   As a result, the 
participant realm of experience is protected (Mckeown & Thomas, 1988).  This protection stems 
from the notion that “subjectivity is self-referent” (Watts & Stenner, 2012; McKeown & 
Thomas, 1988).  Self-reference involves the projection of one’s feelings on an experience.  Thus, 
solidifying the relationship between participants and their viewpoints on a particular event, 
impacted by the environment.  In other words, Q methodology serves as the lens through which 
an internal viewpoint examines the world around them (Cordingley, 1997). 
Q methodology aims to solicit personal viewpoints and construct new knowledge about a 
specific phenomenon (Cross, 2005; Watts & Stenner, 2012).   In this study, the researcher is 
examining the collective responses of a seemingly marginalized group of individuals about their 
development, therefore, this statistical method is appropriate for the research question 
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posed.  Ramlo (2015) argues that Q methodology “shares many of the focuses of qualitative 
research while utilizing the type of statistical analyses typically found in quantitative research 
studies” (p. 73).  Therefore, Q methodology is not considered a qualitative or quantitative 
approach, but rather an appropriate combination of both.  Recently, Q methodology has been 
accepted by more and more researchers as a legitimate mixed methods approach (Ramlo, 2015), 
as well as, an effective and useful social science research method (Militello et al, 2015; Watts & 
Stenner, 2012).  
Operant Subjectivity defined.  Q methodology and subjectivity are interconnected 
terms.  As stated previously, Q methodology measures the subjectivity of a participant’s 
attitude.  Watts and Stenner (2012) defines subjectivity as “the sum of behavioral activity that 
constitutes a person’s current point of view (p. 26).   To understand operant subjectivity, one 
must understand the nature of this behavior.  Operant behavior is characterized by two aspects: 
1) produced naturally without causation and, 2) by the nature of its relationship and influence on 
the environment (Watts, 2011; Watts & Stenner, 2012).  Although, one’s point of view is 
measured it is done in an objective manner.  This understanding makes Q methodology a unique 
way for impartially acquiring one’s perception towards a phenomenon.  The participant in a Q 
methodology study does not look inwardly to discover their subjectivity, instead they are 
demonstrating their point of view through a Q sort, this set of actions makes their subjectivity 
operant (Watts, 2011).  
In Q methodology, operant subjectivity is based on an individual’s behavior within the 
context of their environment.  More to the point, it is the kind of behavior one would normally 
observe throughout the course of the day (Watts, 2011).  However, it does not have the same 
impact if it is not processed by activity.  Subjectivity can be shifted continuously by periods of 
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adjustment (Watts & Stenner, 2012).  Therefore, perspective is relevant and meaningful in 
relation to other things.  Watts (2011) asserts that viewpoints are derived from an individual’s 
current perspective rather than an internal outlook.  Depending on the level of involvement or 
vantage point one possesses at that time will determine current subjectivity.   With this 
understanding, it further suggests that subjectivity is highly relational (Watts, 2011).  
            From a strictly relational standpoint, attitudes are somewhat problematic to 
explore (Cross, 2005).   Attitudes are usually a direct reflection of a specific or collection of 
lived experiences.  However, Q methodology provides a systematic framework for exploring 
human subjectivity (McKeown & Thomas, 2013).  This framework seeks to objectively look at 
subjectivity to make meaning.  Specifically, it examines how individuals place meaning on 
outside influences.  Ultimately, it provides insight into how one views those experiences in 
relation to themselves and the outside world (McKeown & Thomas, 2013).  Due to its benefits, 
Q methodology has increasingly become more popular among educational researchers (Watts & 
Stenner, 2012). 
Advantages of Q methodology.  Using Q methodology can yield several advantages. 
One advantage is that Q methodology combines both qualitative and quantitative research 
techniques.  From this mixed methods approach, the themes that arise resemble the inner 
viewpoints of its participants (Brown, 2006; Simons, 2013).  Another advantage is that it 
captures the features of the participants who share similar viewpoints relative to a particular 
subject matter and research aim (Brown, 1986; Watts & Stenner, 2012).  McKeown & Thomas 
(2013) contend that the emerging factors contribute to the validity of this method.  In other 
words, the transparency of results makes this technique more acceptable.  Another advantage is 
that the sorting of Q statements gives participants autonomy in identifying what is important to 
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them, as opposed to allowing the researcher to determine what is or is not important (McKeown 
& Thomas, 2013).   Furthermore, Q methodology represents a systematic and rigorous process of 
discovering holistic data and findings (McKeown & Thomas, 2013).  Brown (1980) argues that 
Q methodology is a “science of subjectivity that allows researchers to categorize and objectively 
compare the subjective viewpoints of individuals” (Simons, 2013, p. 31; McKeown & Thomas, 
2013).  Q methodology provides the lens through which one examines subjectivity and makes 
objective conclusions.  Finally, Q methodology is a model technique to study marginalized 
populations and those limited in their positions (Brown, 2006).  Militello et al (2015) explains 
that the role of the assistant principal is considered a middle management position responsible 
for operational duties, however, assistant principals are just as important to executing effective 
instructional leadership practices as principals.  Moreover, this study provides a much-needed 
voice to secondary assistant principals as it pertains to their development as instructional leaders. 
As a result, it provides a holistic view of subjectivity towards a phenomenon using a rigorous 
and systematic process. There were no foreseen disadvantages in this particular study. 
Concourse development: Literature review. The literature review of chapter two 
offered many opportunities to identify precise statements regarding the development of assistant 
principals as instructional leaders.  Furthermore, transformational leadership is the theoretical 
frame used to discuss how relationships between principals and assistant principals can promote 
or impede this development towards instructional leadership.  These were the kind of specific 
statements selected for the concourse in this study.  For example, this statement “my principal 
cares about my development as an instructional leader” was identified as a supportive statement 
toward the instructional leadership development of assistant principals.  Another statement, “my 
principal has created and maintained a culture that discourages risk taking as an instructional 
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leader, so I fear failure” is an example of a non-supportive behavior toward the instructional 
leadership development of assistant principals.  As a result, eighty statements were selected for 
this concourse. 
In developing the concourse of statements, a sample of the statements used were 
extracted from the current literature, books and journal articles (McKeown & Thomas, 2013; 
Watts & Stenner, 2005).  Written excerpts about the development of assistant principals were 
extracted from the literature.  Other methods used to generate concourse statements were 
conducting formal interviews and informal discussions (van Exel & de Graaf, 2005; Watts & 
Stenner, 2005).  This naturalistic progression of gathering statements stems from previous 
research studies that were comprised interviews with assistant principals, principals, and other 
education practitioners.  These conversations discussed the evolving role and responsibilities of 
the assistant principal from a manager to the recent call of becoming instructionally focused, and 
the barriers and supports to their development towards becoming an instructional leader through 
the lens of transformational leadership.  Statements from oral and written accounts were 
carefully merged to ensure that the natural and adapted principle of the statements remained 
intact and operant.  Moreover, avoiding statement that inflicted internal paradoxes, were overly 
complex, or too lengthy was important.  From these conversations and their experiences, specific 
themes tend to emerge that will aid in the development of the concourse.  
Concourse development: Concourse development. Stephenson (1993/1994) defined a 
concourse as “a random collection of self-referable statements about something, of statistical 
dimensions” (p. 5).  Brown (1993) offers the meaning of concourse as “the flow of 
communicability surrounding any topic” (p. 4).  Similar to Brown, McKeown & Thomas (2013) 
defines a concourse as “ambiguous, utterly subjective, semantically imprecise, yet wholly natural 
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condition of much human communication” (p17).  Furthermore, concourses derive 
from collective knowledge and understanding about a particular phenomenon (Watts & Stenner, 
2012; McKeown & Thomas, 2013).  However, the meaning interpreted from the concourse will 
vary depending on the subjectivity of an individual’s perspective.  Stenner (2012) point out that 
the concourse is ultimately shaped by the type of research question offered.  
Watts & Stenner (2012) argues that written narratives are appropriate and parallel to in-
person interviews when direct interviews are not convenient.  Upon the approval of 
the University of North Florida Institutional Review Board and Duval County Public School 
research department regarding this dissertation study, the researcher forwarded an online 
concourse questionnaire to secondary assistant principals within the Duval County Public School 
system in Jacksonville, Florida.  The strategy of electronically sending out the concourse 
questionnaire was implemented in the interest of the time of assistant principals because they 
could answer at a convenient time outside of normal working hours. 
A purposeful sampling of presently serving middle and high school assistant principals in 
Jacksonville, Florida was used. These participants were identified using the school district’s 
website and email address database.  The sample consisted of specific background information 
collected to identify a well representative population that included: ethnicity/race, gender, years 
of experience as an assistant principal in the Duval County Public School system, level of 
school (middle or high school), and school type (suburban or urban).  Watts & Stenner (2012) 
encourages the use of relevant information that will “influence our participants’ viewpoints” in 
some form (p.74).  This information contributes to the robustness of this Q study because it 
provides additional information that can give insight into specific responses.  The more 
information revealed by the participants can strengthen the study results.  Furthermore, 
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providing open-ended personal questions allow the participants to self-disclose information that 
tends to be more useful than having participants check a box.  This step is important to 
developing a theoretically solid and thorough concourse of statements (McKeown & Thomas, 
2013).  
Each secondary assistant principal was instructed respond to two-questions.  The open-
ended prompts provided were the following:  ”What actions/behaviors does your principal 
exhibit that promotes your development as an instructional leader?” ”What actions/behaviors 
does your principal exhibit that hinders your development as an instructional leader?”  The 
interviewees were asked to write a brief narrative/statement outlining specific positive/negative 
actions and behaviors of their principal that has impacted their development as instructional 
leaders.  In addition, demographic questions were included, such as, sex, age, race/ethnicity, 
number of years of assistant principal experience, number of years that assistant principal 
working with their current principal, number of years taught prior to becoming an assistant 
principal, and setting of current school.  Acquiring general information about assistant principals 
was intended to ensure that there would be a holistic picture of administrators from both middle 
and high schools. Furthermore, educational background questions were provided to get a better 
sense of the assistant principal’s preparation for the role, such as original pathway to teaching: 
traditional, post-BA courses, recruitment programs including Teach for America, Troops to 
Teachers, Educator Preparation Institute, and alternative certification options.  The questionnaire 
requested highest degree earned, to what level of agreement that Instructional Leadership is 
important to the assistant principal role and assess to your skill level as an Instructional Leader.  
These questions were designed based on the theoretical framework of Transformational 
EXPLORING THE PERCEPTIONS OF SECONDARY AP’s                                                                                   
   
61 
 
Leadership.  Ultimately, a Q set has to be tightly aligned with the research question it aims to 
answer (Watts & Stenner, 2012). 
The concourse questionnaire was created using the software, Qualtrics.  The Qualtrics 
software captured participant statements and demographic information, however, a key feature of 
is to allow each participant to remain anonymous.  This feature would ensure the privacy of 
participant’s responses in this study and thus add to the likelihood of truthfulness.  Then, they 
were assigned a random number.  This number was associated to the background information of 
the participants collected on the questionnaire as a way of monitoring the distinct characteristics 
of each participant.  Given that the sources of scholarly work and narratives are utilized, it is 
important to highlight that the deeper the conversation determines the complexity of the 
concourse (Brown, 1980).   
Six concourse developers were instrumental in the construction of the concourse.  This is 
vital because the goal is to provide well-balanced analysis of the topic as it relates to the research 
question (Watts & Stenner, 2012).  Narratives were examined for statements that would 
contribute to the Q set.  In addition, concourse statements were reviewed until the point of 
saturation.  Once the concourse statements were set, no additional statements were 
accepted.  The larger concourse of statements, made up of participant responses and scholarly 
articles were reduced to a smaller sample of statements, known as the Q set.  
The primary researcher, chair, and one other committee member read and discussed 
various statements to determine if specific statements should be included or excluded in the final 
Q set.  McKeown & Thomas (2013) asserts that the Q set should display a “natural” feel in the 
language, yet “comprehensive” portrayal of the phenomenon and viewpoints being studied.  
Specifically, the primary researcher, chair, and one other committee member carefully reviewed 
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statements to ensure that they were clear, well-written, and grammatically correct, did not 
contain bias towards the researcher’s point of view, or contain repetitive or redundant language 
(Watts & Stenner, 2012).  An acceptable Q set takes time and is considered “more an art than a 
science” (Brown, 1980, p.186).  However, it through this process that the researcher makes 
important decisions about the essence of the study.  Watts & Stenner (2012) emphasizes that the 
aim of the Q set is to reduce the whole population of statements to a smaller sample but does not 
impede the participant’s ability to answer freely.  The net result is to achieve a Q set that 
adequately covers the topic being explored.   
After a thorough review and consensus of concourse statements by the committee, the Q 
set was narrowed to 38 statements.   The precise number of Q set statements is largely 
determined by the nature of the question being answered (Watts & Stenner, 2012).  The Q set 
was intentional in that the statements used added significant value to overall study, while 
eliminating overlaps and omissions in the “coverage and phraseology” of Q sample statements 
(Watts & Stenner, 2012, p. 62).  Although achieving a perfect Q set is impossible, providing a 
balanced Q set is ideal.  The process to create a well-rounded Q set began with spreading all 
statements on a table.  It is important to understand the context and purpose of each individual 
concourse statement being considered.  This step was important to determine if a statement may 
contribute to the Q set.  Then, the statements were arranged into specific categories based on the 
language included in the statement.  Ultimately, the categories identified within the Q set should 
align closely with the research topic.  A well-orchestrated Q set should capture the entire 
spectrum of interest (Watts & Stenner, 2012).   
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The participants of a Q study are called the P set.  Watts & Stenner (2012) suggests that 
having a large population of participants does not positively or negatively impact the results of Q 
methodology study.  It is widely understood in a Q methodology that the participants are 
considered the variables (McKeown & Thomas, 2013; Watts & Stenner, 2012).  This is due to 
the differing perspectives of participants involved and their contribution to the constructs that 
will emerge as a result. 
The decision to draw from a pool of secondary assistant principals within the same 
district was decided by the primary researcher and chair.  Watts & Stenner (2012) point out that 
the identified participants in any Q methodology study must have a solid perspective on the topic 
and although their viewpoint may be missing, their voice is crucial to the conversation.  As 
previously discussed in chapters 1 and 2, the perspective of assistant principal has been 
overlooked in the literature about instructional leadership.  With this in mind, it is important to 
mention that one of the aims of a Q methodology is not to generalize the results, but illustrate 
that specific themes exist among a group of marginalized individuals (Watts & Stenner, 
2012).  Due to limited availability, it can be difficult to acquire the varying demographics to 
demonstrate a thorough coverage within a P set.  However, a good faith effort must be given to 
ensure that there is appropriate variability within the P set (McKeown & Thomas, 2013).  Brown 
(1980) suggests that a solid P set must be connected more from a foundational aspect and must 
add value to the current pool of knowledge. 
To achieve a well-rounded P set, a conscious effort was made to acquire the perspectives 
of all secondary assistant principals in the Duval County Public School system (DCPS).  The 
DCPS secondary schools are comprised of 31 middle and 22 high schools, including career-
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focused and magnet-themed schools.  Each secondary school has anywhere from 1 to 4 assistant 
principals assigned.  The Q sort was sent via email to 115 secondary DCPS assistant 
principals.  To ascertain the demographic make-up of the potential participants, questions 
regarding gender, race, years of experience as an assistant principal, school type, and school 
location were included in the Q sorting process.  The researcher received a response rate of 34 
assistant principals, which is approximately 30%.  As previously mentioned, the background 
information of the participants contributes to the robustness of the study. 
Q sorting Procedures 
Assistant Principals are relevant to the conversation on their own development. 
Therefore, it was understood that they are qualified to articulate their experiences about their 
development towards becoming instructional leaders.  In this study, participants were 
electronically contacted to solicit their participation in this research.  Within the email 
correspondence, a link was included to provide access to the Q set.  Once the link is opened, 
clear instructions were provided to the participant to ensure the Q sort was completed 
correctly.  A reminder email with the link was sent several days later.   
Participants were instructed to rank order the Q set items by assigning a numerical value 
based on the condition of instruction -4 (“least beneficial”) to +4 (“most beneficial”) of principal 
actions or behaviors that have contributed to their development as instructional leaders (see 
Appendix C).  As shown below in the Q sort grid distribution chart (see Figure 2), participants 
sorted 3 cards in the -4/+4 columns and in the remaining 7 columns (-3, -2, -1, 0, +1, +2, +3), 
participants sorted 4 to 7 cards as it pertains to how the perceived action or behavior is beneficial 
to their development as an instructional leader. 
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Every potential participant was electronically sent correspondence describing the purpose of 
this study, in addition, attachments notifying participants that the University of North Florida 
Institutional Review Board and the Duval County Public School system had approved this study, 
as well as, the participant questionnaire and Q sorting directions were included. 
Data Analysis 
In a Q methodology study, factor analysis is a statistical technique used to understand 
how participants have classified themselves based on their viewpoints (Brown, 
1980).   The process of analyzing data in a Q methodology study consists of three consecutive 
techniques:  1) correlations, 2) factor analysis, and 3) computations of factor scores 
(McKeown & Thomas, 2013).   First, the correlation matrix illustrates the similarities or 
differences between the various Q sorts (refer to Table 1).  This technique determines how strong 
or weak Q sorts are among its participants.  It is through the Q sorting process, participants group 
EXPLORING THE PERCEPTIONS OF SECONDARY AP’s                                                                                   
   
66 
 
themselves together to illustrate their shared responses within a study (McKeown & Thomas, 
2013).  More specifically, clear opinions and perceptions are discovered through the sorting 
process.  Next, factor analysis consists of bringing together like Q sorts, around an ideal Q 
sort that ultimately represent the entire data set (Watts & Stenner, 2012).   More concisely, 
McKeown & Thomas (2013) described the data analysis process in the following manner:   
The NQ sorts are correlated, one with another, producing a Nx N correlation matrix, and 
this matrix in turn is subjected to factor analysis as a means of identifying the range and 
nature of truly independent viewpoints that are embedded in and are often difficult to 
distinguish in the vast contours of the concourse (p. 3). 
 
Finally, data analysis is finalized once “a matrix of Q sort correlations is computed” 
(McKeown & Thomas, 2013, p.52).  As a result, a factor loading is given.  A factor loading or 
saturation measures to what extent a Q sort is similar to a particular factor pattern (Watts & 
Stenner, 2012).  Factor loadings are considered statistically significant (p<.01) or highly 
correlational, if they are more than + 2.58 above the standard error (SE) (McKeown & Thomas, 
2013).  The formula to calculate the standard error of a loading is SE = 1/√N, N represents the 
number of items in the Q sample (McKeown & Thomas, 2013).  For this study, the SE is 1/√38 = 
6.16, 1/6.16 = 0.16.  To calculate significant factor loadings for this study, the formula used is 
1/√38 x 2.58= .4185, rounded up to .42. 
As previously stated, the primary function of factor analysis is to explain as much of the 
relationship between Q sorts as possible by identifying the commonalities that exist within the 
data (Watts & Stenner, 2012).  For this study, the PQMethod 2.11 software was used to analyze 
EXPLORING THE PERCEPTIONS OF SECONDARY AP’s                                                                                   
   
67 
 
the correlation matrix among all Q sorts regarding participants’ distinct viewpoints and 
perceptions towards their own development as instructional leaders.   
Factor rotation refers to the mapping of perspectives, of all Q sorts in a particular study 
(Watts & Stenner, 2012).  A combination of coordinates in a geometric space illustrates a special 
viewpoint as it relates to the factors.  Therefore, coordinates that are close together mean that 
these Q sorts share similar viewpoints, on the other hand, the further Q sorts are from each other 
means that they have divergent perspectives (Watts & Stenner, 2012).  To this extent, space 
serves as an important indicator in determining the alignment or misalignment of Q 
sorts.  McKeown & Thomas (2013) states that the purpose of factor rotation is to “maximize the 
purity of saturation” of Q samples on developing themes (p. 55).  In other words, our vantage 
point is shifted, not the actual viewpoint captured by the Q sort (Watts & Stenner, 2012).  As a 
result, the amount of variance explained or how much it loads on a particular factor 
changes.  Ultimately, these subtle changes can have a greater impact on the interpretation of 
factors.   
For the purpose of this study, a varimax rotation method was used (see Table 2).  Watts 
& Stenner (2012) assert that there is no correct or incorrect way to conduct factor 
rotation.  Varimax method is an automatic process that will be implemented using the software, 
PQMethod.  A varimax rotation tends to “maximize” the amount of data explained (Watts & 
Stenner, 2012).  By using this statistical procedure in simple structure, Q sorts will possess 
excessive loadings on a single study factor (McKeown & Thomas, 2013).  Varimax is an ideal 
way of revealing what everyone sees and considers significant about a topic. 
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Interpretation of factors 
McKeown & Thomas (2013) explains the task of factor interpretation as “distilling the 
core meanings brought to light by the technical means” of Q sorting (p.6).   Factor interpretation 
consists of analyzing participants’ Q sort, however, more emphasis is placed on a broader 
meaning represented by the patterns of existing or new information (McKeown & Thomas, 
2013).  The main aim of factor interpretation is achieving a holistic understanding of a specific 
phenomenon.  This is accomplished by producing a set of factors onto which participants attract 
to one another based on their Q sorts.   Each factor has a distinct configuration based on shared 
item responses of participants’ Q sorts that load onto that factor (Watts & Stenner, 2005).  This 
distinct configuration is manifested through a series of abbreviated accounts, each account 
provides an overview of the specific factor (Watts & Stenner, 2005).  As previously mentioned, 
Q methodology is about seeing the whole picture.  Therefore, the finished product must “explain, 
or otherwise account for, the entire item configuration captured in the relevant factor array” 
(Watts & Stenner, 2012, p. 149).  Based on this notion, Q methodology studies are most effective 
when they are able to explain as much as possible about the topic it aims to explore. 
First, the items that are highest ranking in the specific factor being analyzed are identified 
and listed.  The next steps call for the identifying and listing the ranking order of the factor being 
analyzed is compared to rank order of other factors, items ranked higher in a specific factor array 
than in other factor arrays and items ranked lower in a specific factor array than in other factor 
arrays.  Although these items are in the middle of the distribution, they are still important to the 
overall factor interpretation.  Important information can be loss if these items in any 
configuration are overlooked (Watts & Stenner, 2012).  To this end, each statement within a 
factor, regardless of its ranking should be viewed as a key piece to the puzzle intended to explain 
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the whole viewpoint.  The final step using this strategy is locating and jotting down the items that 
are lowest ranking in the specific factor (Watts & Stenner, 2012).  By using this strategy, it 
provides a much quicker and efficient way to highlight those statements that contribute in a 
meaningful way within a particular factor.  As a result, a factor array can be characterized in a 
more precise way. 
Each factor was given a title based on the nature of the sorting items that aligns with 
it.  In addition, demographic information is included to explain how much of the variance that 
particular factor accounts for, a description of the participants who make up the factor, and a 
brief summarization that captures the essence of the factor is provided.  
Post-sorting questionnaire 
Watts & Stenner (2005) suggest the use of post-sorting questionnaire as a safeguard to 
ensure that maximum interpretation is achieved.  After participants initiated and completed the Q 
sort using the FlashQ software, they were asked to submit computer-generated 
responses.  The aim of the post-sorting questionnaire is to capture the qualitative data of 
participants as a means of gaining insight into their thinking (Watts & Stenner, 2005).  This 
increases the researcher’s chances of gathering as much information as possible from the 
participant.  To aid in this regard, it is recommended that questions are open-ended.  Open-ended 
questions serve to contribute to the richness and quality of the data (Watts & Stenner, 
2012).  This researcher was particularly interested in analyzing the thinking behind participant’s 
whose Q sorts were significantly aligned with other factors.  The factors that load significantly 
are instrumental in explaining what is taking place regarding a participant’s subjectivity.  As 
previously stated, post-sorting questionnaires are an important tool to help fill in the gaps for 
understanding a topic. 
EXPLORING THE PERCEPTIONS OF SECONDARY AP’s                                                                                   
   
70 
 
The purpose of the post-sort questionnaire is to capture the underlying assumptions 
participants held about why they may have ranked particular item statements the way they 
did.  For this study, participants were provided with their top 3 most impactful (+4) statements 
and least impactful (-4) statements and given the opportunity to clarify their rankings as it relates 
to those specific statements.   In addition, it is also an opportunity for the researcher to determine 
the quality of the statements participants were asked to rank or identify poorly written 
statements.  As a result, it would potentially explain why a participant viewed a particular 
statement in a unique way.  By receiving feedback regarding this process, the researcher is able 
to make adjustments within the study to account for participant’s responses.  For example, one 
participant explained that “ongoing mentoring is the key to building capacity, formal and 
informal conversations serve as the framework for this mentoring”; another participant stated 
that “he has never done anything unethical and always points out how things should be done to 
avoid anything even looking like it might be done unethically.  Between the actual Q sort and the 
post-sorting questionnaire, a researcher should be able to acquire as much knowledge as possible 
to interpret factors accurately.  Questions on the post-sorting questionnaire are designed to solicit 
information about perception and the process used by assistant principals in determining their 
level of involvement. 
Reliability and Validity 
In Q methodology, reliability and validity are concepts that do not hold much value 
(Watts & Stenner, 2012).  The replication of Q sorts speaks more to the nature of the participants 
viewpoints than it does the actual reliability of the method itself (Watts & Stenner, 2012).  From 
the repeated process of Q sorting, it increases the likelihood of the development of similar 
factors, as well as, the results can only be generalized across Q studies when they are designed 
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with the same or similar group of participants, known as “reliable schematics” (Thomas & Bass, 
1993).  This tandem approach defines the nature of reliability in a Q methodology.   However, 
this approach tends to contradict the main purpose of Q methodology.  Watts & Stenner (2012) 
contends that Q methodology is not a “test of difference” (p. 67).  This is contrary to R 
methodology in which research questions tend to focus on “comparisons and the testing of 
different groups” (Watts & Stenner, 2012, 53).  Q methodology works best when it seeks to 
explore the perspectives of a small specific group of participants from a central viewpoint (Watts 
& Stenner, 2012).  Therefore, it is not intended to be generalized to other populations. 
Q methodology is considered a valid statistical technique because it measures exactly 
what it is intended to measure, the viewpoints of participants surrounding a concept or topic 
(Watts & Stenner, 2012).  This is especially true because there is ”no outside criterion for a 
person’s own point of view” (Brown, 1980, 174-175).   Unlike R methodology, validity is 
characterized by the instrument or scale used to determine if it accurately captures what the 
researcher intended to measure (Watts & Stenner, 2012).  On the other hand, in Q methodology 
the observer and the observed are the same.  It seeks to reveal the inner thoughts and 
perspectives of its participants without reducing its intended impact by focusing on operational 
aspects of the method, differing from R methodology (McKeown & Thomas, 2013).   
Subjectivity Statement 
As stated previously, the purpose of Q methodology is to examine the perspectives and 
viewpoints of others surrounding a specific topic.  To effectively accomplish this goal, the 
researcher must account for his own assumptions and biases as it relates to this particular 
topic.  This is necessary to refrain from allowing my own viewpoints to impact the results.  To 
further account for my own perspective, the researcher completed a Q sort of statements under 
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the same condition of instruction. By doing so, it allowed the researcher to unveil viewpoints 
towards one’s own development as an instructional leader.  To ensure that the researcher 
remained unbiased throughout the study, it was important that the researcher pinpointed 
their viewpoints in relation to others. This strategy would allow the researcher to consciously 
separate one’s own thoughts from the thoughts of the participants. The researcher’s Q sort was 
included in this study.  The primary focus of this study was examining the collective viewpoints 
of secondary assistant principals in Duval County Public Schools towards their development as 
instructional leaders. 
Chapter 3 Summary 
It is necessary to understand the perceptions of secondary assistant principals’ 
perceptions toward their own development as instructional leaders, as it adds to the limited 
research that has been conducted in this area (Militello et al, 2015).  As a result of this study, it is 
predicted that other studies surrounding this topic will develop. 
A Q methodological approach was used to examine the attitudes and perceptions of 
secondary assistant principals towards their development as instructional leaders.  Q 
methodology provided an objective way to measure subjective viewpoints (Watts & Stenner, 
2012).   In an effective Q methodology study, a meaningful set of statements is derived from the 
concourse centered on a specific phenomenon where themes emerge (Coogan& Herrington, 
2011).   In this study, concourse statements were developed through a compilation of the 
literature, specifically using the conceptual frameworks of instructional leadership and 
transformational leadership, as well as, questionnaire responses offered by secondary assistant 
principals.   The concourse statements were narrowed down to a more concise group of 
statements, known as the Q sort.  The Q sort is used as a means to determine which 
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specific organizational behaviors promote or hinder instructional leadership competency.  Using 
the instructions provided, participants ranked their perspective as it relates to the Q sort 
statements under the following condition of instruction: which statements best represent your 
perspective towards your development as an instructional leader.  Through the Q sorting 
procedures, the researcher provides an objective lens for participants to make operant meaning of 
the statements as it relates to their own experiences (Watts & Stenner, 2012).   Using the 
PQmethod software, factor analysis provided an examination of Q sort results and additional 
information from the post-sort questionnaire assisted in accurately interpreting the emerging 
factors.  Chapter 3 is designed to give an overview of the methodological approach being 
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CHAPTER 4: DATA ANALYSIS AND RESULTS 
The purpose of this study was to explore the share perspectives of secondary assistant 
principals towards their development as instructional leaders.  Q methodology was selected as 
the systemic approach to capture and explore the viewpoints of secondary administrators as it 
relates to specific actions or practices that their principal’s exhibit that impact their assistant 
principal's instructional leadership development.  Q methodology allowed for participants to 
rank a collection of statements based on their feelings and experiences, however it provided a 
holistic view of the study (Watts & Steiner, 2012).  The research question for this study was 
“What are the shared perspectives that secondary assistant principals hold about principals’ 
actions and practices towards their development as instructional leaders? 
All participants were middle and high school assistant principals.  They completed the 
38-item Q sort of actions or practices that principals display to impact their development of 
assistant principal as instructional leaders.  With a response rate of 30%, the 34 participants 
included 19 high school assistant principals and 15 assistant principals worked in middle 
schools.  Of the 34 participants, 26 of them identified their school setting as urban, 5 participants 
identified their school setting as suburban, and 3 participants identified their school setting as 
rural. 
Chapter 4 provides the results of this study.  First, a discussion of how the concourse was 
developed will be presented.  Then, an analysis of the data received from the 34 Q sorts by the 
participants is provided.  This analysis includes specific information about the correlation matrix, 
factor extraction, factor rotation, correlations between factor scores, and factor 
characteristics.  Finally, a factor interpretation narrative will be given for each of the four factors 
found in this study.  
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Concourse Development Phase 
When seeking one’s perspective about a particular topic, it is important to note that there 
are many viewpoints that can be derived from other’s experiences.  To acquire the shared 
perspectives of secondary assistant principals about their experiences based on the impact of 
their principals’ actions and behaviors towards their development as instructional leaders, a 
meaningful pool of statements were collected and narrowed down into a Q set (McKeown & 
Thomas, 2013).  To develop a concourse of relevant statements about the actions and practices of 
principals, a portion of the Q set was derived from the literature (Brown, 1990; McKeown & 
Thomas, 2013; Watts & Stenner, 2012). The remaining concourse items originated from the 
concourse questionnaire and conversation from secondary assistant principals. 
The concourse questionnaire asked participants to list or describe up to 8 distinct actions 
or behaviors my current (or previous) principal has used to support my development as an 
instructional leader; list or describe up to 8 distinct actions or behaviors my current (or previous) 
principal has used to hinder or limit my development as an instructional leader; demographic 
information including years as an assistant principal, years as an assistant with current principal, 
years as a teacher, pathway to becoming a certified teacher, level of agreement with an 
administrator’s role as an instructional leader and their assessment of their skill as an 
instructional leader.  Twelve concourse questionnaires were completed and received.  
Participants were middle and high school assistant principals and provided demographic 
information.  Concourse responses were collected over a span of 3 months, from December to 
March. 
To begin with, the statements captured from the questionnaires were downloaded into an 
Excel spreadsheet by category (i.e. supports and hindrances/limitations) as indicated by each 
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participant.  This yielded a total of 104 concourse statements, 64 statements were identified as 
supportive and 40 statements were labeled limiting statements. 
Next, the researcher entered the statements into a Word document.  After entering them 
in the Word document, the entries were reviewed for duplicates and to determine if they could be 
separated into simpler statements.  If a statement was broken down, it was copied and pasted into 
a different text box next to the original statement, highlighted in yellow, and strike through lines 
were used to disregard content that would not be included in the final version of the original 
statement.  Crossing through statements allowed for the researcher to refer back to the original 
statement to maintain the context of specific statements.  In addition to 13 statements from the 
literature, this process resulted in 117 statements.  The researcher re-examined these statements 
as either a support or barrier.  This process resulted in 70 support and 47 barrier statements.  
Then, the statements were assigned a random numerical value from 1 to 117.  Next, the 
researcher, chair, and one other committee member met to narrow down, arrange, and categorize 
the concourse statements to ensure that a solid representation of the topic was present.  This 
collaborative process eliminating duplicate responses, removing statements that did not answer 
the condition of instruction to be used in the Q sorting phase of the study, referring back to the 
literature review, and making judgments regarding each statement’s value to the Q set.  As the 
statements for each category were reduced, it was important to ensure that the remaining 
statements captured the essence of the category.  The main focus was developing a Q set that was 
balanced, non-overlapping, and thorough, yet contribute to the overall phenomenon of the 
development of secondary assistant principal instructional leadership. 
Once 38 statements were selected for the Q set, each statement was revised to be a 
plausible response to the condition of instruction for the participants: “Which statement best 
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reflects your perspective on current principal’s impact on your development as an instructional 
leader?” Editing was necessary to avoid technical or complicated wording, items containing two 
or more propositions and/or double negatives can cause problems (Watts & Stenner, 
2012).  Lastly, each of the 38 Q set statements were assigned a randomly generated number from 
1 to 38. 
Q sort phase 
The computer program, FlashQ was used in the Q sort phase of this study.  The program 
provided participants 38 statements that made up the Q set that was created in the concourse 
development phase.  First, they sorted these statements within 3 categorical columns: least 
impacted, middle or unsure, and most impacted.  Then, these same statements were placed into a 
steep or near-normal fixed distribution responding to the following condition of 
instruction: “Which statement best reflects your perspective on current principal’s impact 
on your development as an instructional leader?”  Each participant was asked to read the “most 
impacted” pile of statements again, take the top 3 statements and placed them in the +4 column 
on the Q sort distribution.  Then, each participant was asked to read the “least impacted” pile 
again, and then put the top 3 statements selected into the -4 column on the Q sort 
distribution.  Each participant was asked to repeat the same steps for the next “most impacted 
and least impacted” statements to be placed in the +3 and -3 columns.  Consequently, they were 
instructed to repeat this process for the remaining statements.  Finally, the “middle or unsure” 
statements were to be distributed on the grid, in total to represent their experiences.  
Furthermore, participants provided their demographics information and were given space to 
provide rationales as to why they sorted specific statements on opposite ends and in the middle 
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of the distribution chart.  This allowed each participant an opportunity to clarify their position in 
written form.  
Correlation matrix 
At the conclusion of this study, 34 participants had completed the Q sort.  After entering 
the recorded sorted statements from each participant’s inverted distributed table on their data 
sheet into the PQMethod 2.11 software, the step in analyzing this was to obtain a correlation 
matrix (See Table 1).  This 34 x 34 correlation matrix depicts the measure of the relationship of 
each Q sort with every other Q sort.  A correlation coefficient of +1 would indicate a 100% 
positive correlation between two Q sorts, a -1 would signify a 100% negative correlation 
between two Q sorts, and a 0 would indicate a 0% correlation between two Q sorts.  The greatest 
positive Q sort correlation was between Q sort 22 and Q sort 33 (0.82), the greatest negative Q 
sort correlation was between Q sort 13 and Q sort 17, and there are no pairs of Q sorts with 0 
correlation.  Collectively, the correlation matrix represents “a measure and nature and of the 
relationship between any two Q sorts and hence their similarity or otherwise” (Watts & Stenner, 
2012, p. 97).   
Factor extraction   
Using this correlation matrix, the PQMethod 2.11 software processed a principal 
component analysis (PCA) that was used to account for as much of the study variance as possible 
in order to explain the relationships between the Q sorts in a similar grouping called a factor 
(Watts & Stenner, 2012).  Principal component analysis was used instead of centroid factor 
analysis because no one Q sort was considered unique to focus on as oppose to the others.  As a 
result, principal component analysis was used to discover “a single, mathematically best 
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solution” (Watts & Stenner, 2012, p. 99).  This lead to an unrotated factor matrix with eight 
factors listed in descending order of explained variance with eigenvalues (See Table 2).  
In the unrotated factor matrix, each column represents a factor and the unrotated factor 
loadings in the form of a correlation coefficient for each Q sort is listed.  The factor loading 
explains to which extent each Q sort identifies with the factor.  For example, Q sort 34 had factor 
loading of .85 on Factor 1, which accounted for 72% (0.85 x 0.85) of its variance as explained by 
Factor 1.  On the contrary, Q sort 11 had a factor loading of 0.19 on Factor 1, which accounted 
for 3% (0.19 x 0.19) of its variance as explained by Factor 1.  
Watts and Stenner (2012) recommended extracting one factor for every 6 to 8 
participants within a particular study, therefore, between 4 (34 ÷ 8 = 4.25) and 5 (34 ÷ 6 = 5.66) 
factors.   For the eight factors that PQMethod 2.11 identified by default in the unrotated factor 
matrix, the eigenvalues (EV) for Factor 1 was 15.53 (46% of explained variance), Factor 2 was 
2.20 (6% of the explained variance), Factor 3 was 1.80 (5% of the explained variance), Factor 4 
was 1.69 (5% of the explained variance), Factor 5 was 1.57 (5% of the explained variance), 
Factor 6 was 1.27 (4% of the explained variance), Factor 7 was 1.20 (4% of the explained 
variance), and Factor 8 was 1.02 (3% of the explained variance).  In addition, the eigenvalues is 
indicative of the “statistical strength and explanatory power” of the factor’s ability to explain the 
variance, resulting in the number of factors that are extracted or retained (Watts & Stenner, 2012, 
p. 105).   Based on the Kaiser-Guttman criterion, it was determined that factors with an 
eigenvalue of 1.00 or above are factors that would be extracted (Watts & Stenner, 2012).  With 
this being said, all eight factors can be considered for extraction since their eigenvalues were all 
greater than 1.00.   
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Another option was to extract the number of factors that have two or more significantly 
loading Q sorts after extraction (Watts & Stenner, 2012).  In this process, the factor loadings of 
each of the Q sorts in the unrotated factor matrix provided by PQMethod 2.11 are compared to 
the value of a significant factor loading at the 0.01 level.  According to Brown (1980), a factor 
loading can be considered significant at the 0.01 level, if it exceeds 2.58 (SE) or 2.58 x 1 
(1 ÷ number of items in the Q set) or 2.58 (1 ÷ 38) = +.42.  Factor 1 had 28 significant factor 
loadings, Factor 2 had four, Factor 3 had two, Factor 4 had two, Factor 5 had one, Factor 6 had 
three, and Factors 7 & 8 had zero.  Since Factors 5, 7 and 8 did not meet the criteria, only five 
factors will be extracted.   
Another option is Huphrey’s rule, it states that “a factor is significant if the cross-product 
of its two highest loadings (ignoring the sign) exceeds twice the standard error” (Brown, 1980, p. 
223; Watts & Stenner, 2012).  The standard error is 1 ÷ number of items in the Q set, 1 ÷ 38) 
equals 0.16.  Twice the standard error of this study is 0.32.  The cross products of the two highest 
loadings in the unrotated factor matrix for Factor 1 was 0.74, Factor 2 was 0.31, Factor 3 was 
0.35, Factor 4 was 0.48, Factor 5 was 0.29, Factor 6 was 0.24, Factor 7 was 0.16, and Factor 8 
was 0.16. (See Table 3).  Of the eight factors that PQMethod 2.11 generated by default in the 
unrotated factor matrix, three factors meet Humphrey’s rule: Factor 1, Factor 3, and Factor 
4.  This would illustrate that it might be appropriate to extract three factors (see Table 3).   
As another option for determining how many factors to extract, a scree test can be 
implemented by plotting the eigenvalues on a graph, each of the eight factors that 
PQMethod 2.11 generated by default in the unrotated factor matrix (Watts & Stenner, 
2012).  The number of factors extracted is determined by the point at which the slope 
changes.  Considering that Factor 1 had an eigenvalue of 15.53 and Factors 2 through 8 had 
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eigenvalues ranging from 2.20 to 1.02, the slope of the line would have drastically changed after 
Factor 2.  Given the conditions of a scree test, it would be appropriate to extract two factors. 
In this study, several explanations have been provided to extract two factors utilizing a 
scree test, three factors can be extracted according to Humphrey’s rule, between 4 and 5 factors 
can be extracted based on Watts & Stenner’s (2012) explanation of one factor per every six to 
eight participants, six factors based upon the number of significant factor loadings in the 
unrotated factor matrix, seven based upon Brown’s (1980) theory of seven, and at least eight 
factors could be extracted using Kaiser-Guttman criterion using eigenvalues.  Although these six 
options provide a range of variability for making a decision on how many factors to extract, four 
factors were chosen to be extracted as outlined by Humphrey’s rule. 
Factor rotation 
A factor rotation uses factor loadings to map the relative positions or viewpoints of all Q 
sorts in a study (Watts & Stenner, 2012).  In other words, the closer the proximity of two Q sorts 
indicates their similar viewpoints and the greater their distance the more their perspectives 
differ.  There are two methods of factor rotations, theoretical or by-hand and varimax.  Using the 
theoretical method requires that factors are rotated manually and the researcher must decide 
where each on is placed (Watts & Stenner, 2012).  This is advantageous because it gives 
autonomy to focus on a perspective that is significant.   On the other hand, a varimax rotation, 
which is more popular, automatically rotates factors in a way that it optimizes the amount of 
information to be explained (Watts & Stenner, 2012).  For this purpose, it is considered effective 
and more reliable.  In this study, a varimax rotation was used because no one Q sort was 
considered significant, therefore, a decision was made to not focus more on it.  
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Generally speaking, in statistical terms, the rotation has reached its maximization by 
increasing the factor loadings on various Q sorts.  These clusters of Q sorts that correlate 
significantly with a factor can prove to be important in identifying that theme (Watts & Stenner, 
2012).  On the contrary, Q sorts can be statistically significant but may not explain much of the 
factor (Watts & Stenner, 2012).  By selecting four factors to extract, and conducting a 
varimax rotation helped reduce the issue of having too many factors that may be statistically 
significant, but not as meaningful as it pertains to the principal’s impact on the development of 
secondary assistant principals as instructional leaders.  
To ensure that extracting four factors was the best route to get the most information from 
the Q sorts, varimax rotations were performed with three and five factor solutions to compare 
with the four-factor solution (See Table 4, Table 5, and Table 6). Within the four factor solution 
using varimax factor rotation, two Q sorts (21, 26) did not load significantly (below a factor 
loading of 0.42) on any of the four factors and subsequently, do not represent any of the four 
factors extracted.  By comparison, a three factor solution had 2 Q sorts (17, 29) with non-
significant factor loading across each of the three factors, and a five factor solution had 1 Q sort 
(1) with non-significant factor loadings across each of the five factors.   
The four factor solution varimax factor rotation identified thirteen Q sorts (6,7, 9, 15, 16, 
19, 22, 24, 25, 28, 30) that possessed a significant loading factor (above a factor loading of 0.42) 
between two factors.  Therefore, they are considered confounded.  Usually, confounded Q sorts 
are not included when determining factor estimates (Watts & Stenner, 2012).  As a comparison, 
three-factor solution had 6 confounded Q sorts (1, 12, 13, 15, 23, 26) and the five factor solution 
had 7 confounded Q sorts (3, 12, 17, 18, 26, 27, 31).  
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The value of a significant factor loading as the 0.01 level for this study is 0.42 or larger, 
2.58 x (1 ÷ number of items in the Q set) or 2.58 (1 ÷ 38) = +0.42, Q sorts that rank near this 
value usually fall in the middle of the distribution chart (-1 or +1).  As a result, it may not be able 
to characterize the factor estimate as a Q sort with a much greater factor loading.  Furthermore, it 
is suggested that Q sorts with a factor loading of 0.60 or greater are more relevant to interpreting 
the factor estimate (Watts & Stenner, 2012).  On the other hand, by limiting the number of Q 
sorts the reliability of your factor estimate will possibly decrease and the amount of error 
increases (Watts & Stenner, 2012).  Brown (1980) concluded that to demonstrate an acceptable 
level of reliability at least two Q sorts are needed within a factor.  On a 3 factor and 5 factor 
rotation solution, only one Q sort loaded on a one factor.  On the contrary, at least 2 Q sorts 
loading on each factor in the 4 factor rotation.  Therefore, a 4 factor solution was selected.  It 
provided a more reliable view of perspectives. 
Correlations between factor scores   
Factor arrays tend to link with others in some way.  Correlations between factors 
illustrate to what extent factor arrays are intercorrelated (Watts & Stenner, 2012).  To determine 
the value of a significant correlation, this equation was used: 2.58 x (1 ÷ number of items n the Q 
set), or 2.58 (1 ÷ 38) = +0.42.  Given the output from the PQMtheod 2.11 software, it was 
determined that Factors 1 and 4 are significantly correlated, indicated by 0.65 (see Table 
7).  However, it could be a different interpretation of the same factor.  Alternatively, there is little 
relationship between Factors 2 and 3, indicated by their correlation of 0.01.     
Factor Characteristics   
The eigenvalue for each of the four factors was calculated from the variance provided by 
the PQMethod 2.11 software.  The following equation was used to calculate each factor’s 
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individual eigenvalue: EV = V x (no. of Q sorts in study ÷ 100).  Using this 
formula, the eigenvalue of Factor 1 was 8.74, Factor 2 was 4.94, Factor 3 was 1.90, and Factor 4 
was 7.98.  Factor 1 explained 23% of the variance, Factor 2 explained 13%, Factor 3 explained 
5% of the variance, and Factor 4 explained 21% of the variance.  Furthermore, Factor 1 had 
twenty Q sorts with factor loadings of 0.42 and greater and seven Q sorts had factor loadings of 
0.60 and greater.  Factor 2 had ten Q sorts with factor loadings greater than 0.42 and one Q sort 
had factor loading greater than 0.60.  Factor 3 had one Q sort with factor loadings greater than 
0.42 and no Q sort had factor loadings greater than 0.60.  Within Factor 4, there were sixteen Q 
sorts with factor loadings greater than 0.42 and six Q sorts had factor loadings greater than 
0.60.  Confounded across two factors were sixteen Q sorts (3, 4, 5, 6, 9, 12, 15, 16, 19, 22, 24, 
25, 28, 30, 31, and 33) and two Q sorts (21, 26) were identified with non-significant loadings 
(i.e., a factor loading below 0.42) across each of the four factors.  As a result, they do not 
represent any of the four factors found.  Also, there were 2 Q sorts (17, 29) with negative factor 
loadings (i.e., a factor loading below -0.41) within any of the four factors.  The highest negative 
factor loading was -0.82. 
Based on the results of the factor characteristics table generated by the PQMethod 2.11 
software, (See Table 8), Factor 1 had 9 defining variables, Factor 2 had 3 defining variables, 
Factor 3 had 3 defining variables, and Factor 4 had 9 defining variables.  This information 
represents the number of Q sorts that comprise of that particular factor.  The average reliability 
coefficient is 0.80 and it signifies the test-retest reliability of all of the Q sorts completed by 
participants (Brown, 1980). The composite reliability was 0.97 for Factor 1, 0.92 for Factor 2, 
0.92 for Factor 3, and 0.97 for Factor 4.  These values represent the reliabilities of participants 
that compose a particular factor.  Brown (1980) suggests that the more people who view things 
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in a similar way, the more reliable those ideas can become.  The standard error of factor scores 
are 0.16 for Factor 1, 0.27 for Factor 2, 0.27 for Factor 3, and 0.16 for Factor 4.  This 
information represents factor reliability and the standard error for factors (Watts & Stenner, 
2012).  As seen in Table 8, the higher the composite reliability values and the lower the standard 
error of factor scores illustrate a high level of consistency between the four factors that represent 
the shared perspectives of secondary assistant principals toward their development as 
an instructional leader.  There were no consensus statements found in this study. 
Factor Interpretation 
Q methodology is a holistic approach that explores the individual perspectives around a 
specific phenomenon.  This process uses “many clues contained in a factor array to leads us back 
to the viewpoint and to a full explanation of the whole viewpoint” that adds to the pool of 
meaning (Watts & Stenner, 2012, p. 149).   Watts & Stenner describes a factor array as a “single 
Q sort configured to represent the viewpoint of a particular factor” (p. 140), these factor arrays 
will serve as the foundation of the factor interpretations. Ultimately, factor arrays are intended to 
provide a best-case scenario as it relates to the contribution of a factor to the holistic meaning of 
a specific phenomenon (Watts & Stenner, 2012).  In other words, individual Q sorts represent 
single factor arrays and these combined perspectives load on a factor.  See Figure 3, Figure 4, 
Figure 5, and Figure 6 to view the Q sorts linked to the factor arrays for Factor 1, Factor 2, 
Factor 3 and Factor 4. 
As suggested by Watts & Stenner (2012), the Q statement and factor arrays chart 
provides a simple, but holistic approach to identifying factor interpretations.  This strategy was 
implemented for this study based upon their individual factor array, examining the statements 
that were ranked at +4, items that ranked higher in that factor array than any other factor array, 
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items that ranked lower in that factor array than any other factor array, and items that ranked -
4 (See Appendix D).  The statements were read and general comments were made about the 
commonalities and differences between the viewpoints.  The next step involved another round of 
reading the statements to determine if addition information was needed to clarify information to 
justify the outcome.  Demographic information was used for participants who loaded 
significantly on a particular factor.  The Q set statements and factor arrays chart was created to 
ensure that each factor was displayed holistically.  Each factor array, as well as, the qualitative 
input provided by participants in the post-sort questionnaire gave meaningful information to 
further interpret the factor.  Each factor was assigned a name based upon the description is the 
final step in the factor interpretation process. 
The following four factor interpretation was individually summarized.  Each 
description will begin with a factor name, statistical data, and participant demographic 
information. The description will include an overview of the participants that loaded 
significantly on that particular factor.  Finally, a brief narrative will complete the factor 
interpretation.  This format will be uniform for each factor. 
Factor 1:  Supportive and Relational 
Factor 1 has an eigenvalue for 8.74 and explains 23% of the study variance.  Nine of 34 
participants comprised this factor by having a significant loading above 0.42, p < 0.01.  These 9 
participants included six males and 3 females.  Ages ranged from 31 to 51 
years.  Seven participants were high school assistant principals and 2 participants were middle 
school assistant principals, including 7 from an urban, 1 from a suburban, and 1 from a rural 
school setting.  All participants have master’s degrees, including one that has a Specialist 
degree.  Their years of experience as an assistant principal ranged from 1 to 12 years.   
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Participants who comprised Factor 1 ranked these statements in the +4 column, the 
importance of their principal caring about their development (Statement 6), in addition to them 
being available to discuss their progress informally and formally (Statement 9) and respecting 
their decisions (Statement 20) as an instructional leader.  Based on their rankings, this group of 
participants seem to value the humanistic side of their principal in their development as an 
instructional leader.  As one participant stated, “(Statement 6) my principal consistently checks 
in on my progress and supports my goal to become a building principal one day.” Another 
participant expressed that “(Statement 9) ongoing mentoring is the key to building 
capacity, formal and informal conversations serve as the framework for this mentoring.”  
Participants of Factor 1 ranked these statements in the +3 column, their principal provides 
their assistant principal an opportunity to demonstrate their ability and skills, by 
encouraging creativity, thinking outside of the box (Statement 17) creating and presenting 
instructional data, (Statement 19), leading instruction in another content area outside of my 
comfort area (Statement 22).  As one participant expressed about statement 17, “my principal is 
driven by setting and hitting goals and is willing to consider new and outside the box ideas to get 
there.” Furthermore, within these statements there is a sense of trust that has been cultivated by 
the principal and assistant principal.  Playko (1991) contended that the support of a mentoring 
relationship can influence both change and student learning.  Statement 1 ranked a +1 indicated 
that there is an expectation from the principal that their assistant principal takes some ownership 
of their development through reading articles, books, and conducting research to stay abreast of 
current trends in instructional leadership.  While this statement was ranked a -1, sometimes 
assistant principals feel they did not receive opportunities to do more instructionally because 
their time is consumed by putting out administrative fires due to inadequate staffing (Statement 
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33).  To clarify this statement, a participant expressed that “the level of instructional knowledge 
amongst the faculty is limited.”  Instructional leaders must create conditions to allow instruction 
programs to flourish and student needs to be met (Schechter, 2014; Playko, 1991). This denotes a 
certain amount of support and relationship-building that is necessary to improve teacher 
retention.  An opportunity to support teacher instructional capacity is prevalent.  In doing so, it 
will work to improve the overall quality of instructional leadership.  On the other hand, another 
participant pointed out that "the school is always fully staffed and she staffs the faculty with 
fidelity.”  This statement signifies a solid leadership presence that is capable of 
influencing others to remain at a particular school and the importance of the supportive and 
relational theme as it pertains to building capacity within an individual or group of individuals to 
sustain instructional leadership prowess.  These supportive actions are transformational in nature. 
Assistant principals on this perspective ranked these statements a +1 in the column, tend 
to feel that their principal has helped them connect data and instruction, how data informs 
instructional practices, specifically grouping students for rotation, (Statement 7).  Even deeper, 
using data to determine what students need by drilling down to the specific standards for each 
student, (Statement 14).  One participant explained that “my principal models how data is used 
to impact student achievement as an administrator.”  Modeling high quality instructional 
leadership is crucial to the development of assistant principals (Oliver, 2005).  These supportive 
actions indicate a relationship that is committed to the development of secondary assistant 
principals. Another participant stated “everything is centered around data.  We must be able to 
look at the data to have conversation and determine what data we are going to use to accurately 
determine our data and outcome for the school.”  From a school grade perspective, assistant 
principals were shown the pieces of a school grade, how they are calculated, and how each 
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teacher’s performance contributes to that final grade, even learning to determine the number of 
students in each class needed for proficiency, gains, and proficiency (Statement 15).  A 
principal’s relational behavior has the ability to affect a school, (Tucker & Russell, 2004).  These 
supports have been implemented to help assistant principals grow. 
Assuming positive intent when conferencing with teachers about their instruction 
enhances leadership (Statement 11) was ranked a 0 indicating that participants who loaded on 
this factor felt this action did not have much impact on their development.  Although this 
statement remained neutral in perspective 1 and 2, participants may have viewed this from the 
perspective of the person receiving the conference and not the individual facilitating the 
conference.  However, more effective relationships can engage in crucial conversations without 
leaving individuals involved having feelings of incompetence or even a personal attack on their 
ability.  The statements in the -1 column which were viewed by the Factor 1 participants as least 
impactful were creating a system for organizing and managing my time in ways that allows 
opportunities to meet with teachers and talk instruction, (Statement 24).  As one participant 
illustrated this viewpoint stating that “difficult conversations are a must in leadership.  He has 
showed that it is best to be straight forward and stick to the facts.”  Difficult conversation in 
leadership are essential to move the work forward in the right direction.  The key to real change 
of increasing accountability comes through face-to face conversations, (Patterson, Grenny, 
McMillan, & Switzer, 2012).  It appears that participants did not feel that their principals assisted 
them in understanding what high quality curriculum and instruction looks like, (Statement 
30).  This, perhaps identified a barrier in which a better relationship would be beneficial to their 
development.  It is important for a principal to guide their assistant principal’s thinking as well 
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as, provide feedback and support (Daresh, 2004).  This empowered them to be confident in their 
own ability to make sound decisions and operate like a principal. 
The statements in the -2 column which were viewed by the Factor 1 perspective indicated 
a concern that there has not been an emphasis on strategically targeting and funding conferences 
to benefit development, (Statement 5).  As one participant mentioned “we have not sat down to 
determine any conferences to go.”  Another participant emphasized that “professional 
development is important as an instructional leader whether external or internal the 
school/district.  This is one of the areas that has greatly impacted me as an instructional leader.” 
In addition, conducting regular meetings for our administration team to discuss instruction across 
the school. This allows all of us to learn together across our content area, (Statement 13).  “Lack 
of meetings and/or discussion centered around how to effectively move the school limits the 
possibility of making a significant impact on the quality of instruction provided to students 
which will then ultimately impact their academic performance.”  This statement emphasized the 
importance of instructional discussion to ensure all stakeholders are aware and working towards 
the vision of the school.  Otherwise, principals that lack this capacity may not effectively guide 
their school’s efforts in instructional improvement (Gracezewskit et al, 2009).  Ultimately, they 
are not able to provide this experience to their assistant principals.  There seems to be 
little concern with follow through pertaining to instructional initiatives, (Statement 37).  The 
statement in the -3 column which were viewed by the Factor 1 participants minimally impacted 
their authority of being undermined as an instructional leader (Statement 25).   
The statements in the -4 column which were viewed by the Factor 1 participants indicated 
that this group of assistant principals have not been impacted by their principal being unable or 
unwilling to see them as instructional leaders and use them for discipline only, (Statement 
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26).  One assistant principal described “my principal has turned over the keys to my site to me, 
and respects the instructional decisions I have made.  However, he does hold me completely 
accountable for my decisions.”  My principal models unethical and inappropriate instructional 
leadership, (Statement 31).  This appears to be the opposite based on the assistant principals’ 
response, as one expressed “my principal never models unethical behavior.”  Another assistant 
principal mentioned “he has never done anything unethical and always points out how things 
should be done to avoid anything even looking like it might be done unethically.”  My principal 
has created or maintained a culture that discourages risk taking as an instructional leader so I fear 
failure, (Statement 38).  As one assistant principal stated, “my principal encourages risk-taking 
and outside the box thinking.”  These statements did not seem to have a negative impact on their 
development because they ranked a -4, however, it furthers the importance of establishing 
supportive relationships. 
Overall, it seems that both middle and high school assistant principals shared the same 
viewpoint that establishing caring mentoring relationships, building trust, and communication is 
essential in helping them develop as instructional leaders.  In addition, these assistant principals 
seem confident, effective, and solid in their role.  However, there is a desire to be given more 
responsibility and opportunity to demonstrate their knowledge and skills.  It appears that when 
their development is stifled, it can be frustrating because they feel that they are capable of doing 
much more from an instructional standpoint.  This group of assistant principals seems to rely 
heavily upon the premise of accountability in decision-making, communication, and mentoring 
relationships to aid in their development as an instructional leader.  As such, Factor 1 perspective 
emerged from Support and Relational. 
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Factor 2:  Coaching and Collective Collaboration 
Factor 2 has an eigenvalue of 4.94 and explained 13% of the variance.    Three 
participants significantly associated with this particular factor by loading 0.42, p < 
0.01.  These 3 participants included 2 males and 1 female.  Ages ranged from 38 to 
39 years.  Two participants were high school assistant principals and one participant was 
a middle school assistant principal.  All participants worked in urban school settings.  All 
participants have master’s degrees. Their years of experience as an assistant principal 
ranged from 8 to 11 years.   
The statements in the +4 column which were viewed by Factor 2 participants determined 
that conducting classroom walk-throughs together to determine best instructional practices 
helped with coaching teachers (Statement 3), their principal cared about their development as an 
instructional leader (Statement 6), and their principals share their vision for instructional 
leadership and rationales their decisions that impact instructional leadership (Statement 18).  In 
her descriptive comments about Statement 18, a black middle school assistant principal wrote 
“the rationale provides me an opportunity to deepen my understanding of the mission and 
vision.”  Another participant, a 39-year old black male high school assistant principal stated “in 
our meetings and walkthroughs, our principal constantly reminds us of what their vision for 
instructional leadership should look like and how we can help teachers move in that 
direction.”  This supportive action foster collaborative conversation around instructional 
leadership, thus it aims to transform and empower assistant principals. 
The statements in the +3 column which were viewed by the participants loading on the 
Factor 2 perspective to be next-most impactful to their development as instructional leaders by 
conducting regular meetings to discuss instruction across the school so all learn more together 
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(Statement 13) and being transparent by sharing data and information that impacts instructional 
leadership (Statement 23) giving consistent and constructive feedback.  As one participant shared 
“we meet weekly to discuss instructional focus, next steps, and support for teachers that 
particular week.  Prior to our meeting, we give an overview of what to expect in our respective 
content areas for the week.”  Collective collaboration provides the ideal forum for individuals to 
move from self-interest and toward a holistic understanding of schools' vision and mission, 
(Chirchello, 2012).  Additionally, my principal modeled instructional coaching, including having 
difficult conversations (Statement 35).  As one participant expressed “difficult conversations 
strengthens my ability as a leader to address instructional needs of students as well as help 
teachers grow.”  This statement reinforced the importance of communication.  This is further 
evidenced by giving consistent and constructive feedback that was in the +2 column (Statement 
10).  In response to this statement, a black female assistant principal wrote “the feedback 
provides me an opportunity to grow”.  This statement was in the +1 column had minimal, yet 
positive impact on Factor 2 participants’ development, my principal has helped create a system 
for organizing and managing my time in ways that allows opportunities to meet with teachers 
and talk instruction (Statement 24).  This statement was in the 0 column, assuming positive 
intent when conferencing with teachers about their instruction, (Statement 11) and that the 
principal is unable or unwilling to see me as an instructional leader and instead uses me for 
discipline, (Statement 26) had little to no impact on their development.   The goal of collective 
leadership is to create systems of interactions between followers and leaders, as determined by 
the task that will transform organizational structures (Senge, 2006; Chirichello, 2004).  
Collective leadership can spark sustainable change and progression. 
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The statements in the -1 column which were viewed by the Factor 2 perspective noted 
that modeling unethical or inappropriate instructional leadership (Statement 31), has not 
communicated expectations of me as an instructional leadership, (Statement 32), undermining 
my authority as an instructional leader, (Statement 25), and assisted in understanding what high-
quality curriculum and instruction looks like, (Statement 30) was ranked neutral.  There appears 
to be an absence of trust and unclear communication tone as the basis for their 
perspectives.  Although, the perceived lack of trust and communication may not be a constant 
factor in their experiences, there seems to be implications that those elements exist within their 
relationship. 
The statements in the -2 column which were viewed by the Factor 2 perspective to be 
less impactful in their development as instructional leaders was my principal has taught me the 
importance of being reflective as an instructional leader, (Statement 16) and shown me that 
effective instructional leadership can have a transformational impact on teaching and learning, 
(Statement 29).  From these statement rankings, it appears that modeling reflective leadership 
has not been emphasized nor has the connection between effective instructional leadership and 
its transformational impact on teaching and learning been made.  When principals realize the 
impact of “synergy in collective empowerment”, they begin to understand the significant 
influence one can have on instructional leadership, (Chirichello, 2004, p. 121). 
The statements in the -3 column which were viewed by the Factor 2 perspective to be 
next to least impactful in their development as instructional leaders indicated the little to no 
knowledge of and skill of their principal (Statement 34) and their ability or performance as an 
instructional leader has never been affirmed (Statement 36).  As the one black female stated “not 
affirming my performance hinders growth.”  While it is clear that these participants feel that 
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principals not having a solid knowledge of instructional leadership and not supporting the work 
of assistant principals impedes development, it does not appear to be their experience. 
The statements in the -4 column which were viewed by the Factor 2 perspective to be the 
least impactful in their development as instructional leaders was disorganization (Statement 2), 
sharing historical trend data (Statement 12), however, as one black male assistant principal 
expressed “progress monitoring has been more useful in making sure we heading in the right 
direction in reaching our school targets”.  Also, creating a culture that discourages risk taking 
(Statement 38) was not an action that was practiced so it did not hinder their development.  This 
group of participants seem to value the power of knowing and understanding what it takes to 
become an effective instructional leader.  From the classroom walk-throughs, modeling 
appropriate instructional leadership behaviors, providing feedback to teachers, and vision 
sharing, this group of participants seem to value the characteristics that embody effective 
instructional leadership. The group of assistant principals seem to desire having a clear 
understanding of what is expected through coaching and working together to impact their 
development as instructional leaders.  Factor 2 perspective developed as a Coaching and 
Collective Collaboration.   
Factor 3:  Data-Focused and Feedback 
Factor 3 has an eigenvalue of 1.90 and explained 5% of the variance.  Three participants 
significantly associated with this particular factor by loading 0.42, p < 0.01.  These participants 
include 2 males and 1 female.  Ages ranged from 30 to 57 years.  All participants were high 
school assistant principals and worked in urban school settings.  All participants have master’s 
degrees.  Their years of experience as an assistant principal ranged from 4 to 10 years.  
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The statements in the +4 column which were viewed by the Factor 3 perspective 
indicated that the connection between data and instruction was revealed to them, such that, data 
informs instructional best practices, specifically grouping students for rotations (Statement 7).  
Moreover, participants indicated that using data to determine what students need, by drilling 
down to specific standards (Statement 14), and how the school grade calculated as it relates to 
proficiency and gains (Statement 15) were influential.  As one participant described, “having the 
opportunity to see how school grades are calculated and how much each area affects the grade 
was important to my development so that I can see the whole picture outside of what my 
department needs to do to improve the school grade”.  One participant described their experience 
as “this is a practice that was an integral part of my skill set prior to becoming an AP.  I cannot 
say that my principal informed this practice in any way.”        
The statements in the +3 column which were viewed by the Factor 3 perspective to be 
next-most impactful to their development as instructional leaders by creating a great work 
environment (Statement 4), assuming positive intent when conferencing with teachers about their 
instruction enhances their leadership (Statement 11).  As one participant stated “this is a practice 
that was integral part of my skill set prior to becoming an AP.  I cannot say that my principal 
informed this practice in any way.” Other participants indicated that effective instructional 
leadership can have a transformational impact on teaching and learning (Statement 29) impacted 
their development.  
The statements in the +2 column which were viewed by Factor 3 perspective to be 
somewhat impactful to their development as instructional leaders by not relinquishing control 
and delegating instructional leadership tasks to me (Statement 8), sharing with me the 
proficiency average of my students over a three-year period, as this was never shared with me 
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before (Statement 12), assisting me in understanding what high quality curriculum and 
instruction looks like (Statement 30), and my principal never affirms my ability or performance 
as an instructional leader (Statement 36). 
The statements in +1 column which were viewed by Factor 3 perspective to be minimally 
impactful to their development as instructional leaders by my principal refusing to mentor me 
around instructional leadership (Statement 27), demonstrating little or no knowledge of and skill 
as an instructional leader (Statement 34), and not following through with new instructional 
initiatives (Statement 37). 
The statements in the 0 column which were viewed by Factor 3 perspective to be neutral 
in their development as instructional leaders by giving the opportunity outside of my core 
academic content area (Statement 19), sharing data and information that impacts instructional 
leadership (Statement 23). 
The statements in the -1 column which were viewed by Factor 3 viewpoint indicated that 
their development as instructional leaders was encouraged by their principal recommending and 
assigning books, articles, and research about instructional leadership (Statement 1), conducting 
classroom instruction walk-throughs to determine best practices for teacher instruction to help 
calibrate instructional coaching (Statement 3), my principal cares about my development 
(Statement 6), the availability of my principal for informal and formal conversations (Statement 
9), provides opportunities outside of my core academic content area (Statement 22), 
and modeling instructional coaching including having difficult conversations (Statement 35).  As 
one participated shared, “I am usually not present for these conversations and they usually 
include the Principal designee.  I would like to sit in so I may learn, but I don’t feel they 
impacted my development.” 
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The statement in the -2 column which were viewed by Factor 3 perspective in their 
development as instructional leaders highlighted by sharing the vision for instructional 
leadership and rationales for decisions that impact instructional leadership (Statement 18).  The 
statements in -3 column which were viewed by Factor 3 perspective in their development as 
instructional leaders was supported by strategically targeting and funding conferences (Statement 
5) and holding all stakeholders accountable to improving instruction within the school and 
community (Statement 21).  As one assistant principal noted, “not all teachers were held to the 
same standards of performance and it made it difficult to provide them the support they needed 
to further develop their skill set and positively impact student achievement.” There was no 
communication of expectations of assistant principal as instructional leaders (Statement 32).   
The statements in the -4 column which were viewed by Factor 3 perspective to be the 
least impactful in their development as instructional leaders giving consistent and constructive 
feedback (Statement 10).  As one female participant expressed “while I have an extensive 
instructional background having been an academic coach and specialist, I needed his feedback to 
inform my current practices.”  Another female administrator mentioned " I have barely received 
any feedback on my performance over the years as an AP so not getting feedback is not as 
important to me as it used to be.  I do want feedback so I may grow, but I have learned not to 
expect much feedback from my principals or the district.  I barely even get my three evaluations 
submitted.” Furthermore, participants indicated that their principal assessing their strengths and 
limitations as an instructional leader (Statement 28); as one assistant principal described, 
“because my saw principal saw my instructional strengths and limitations through the lens of his 
instructional strengths and limitations, as well as his insufficient feedback, I only had my given 
experiences to guide me to what needed to happen with teaching and learning in my content 
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areas. His assessments were also not tied to what he observed in my classrooms or 
PLCs.”  Finally, creating or maintaining a culture that discourages risk taking (Statement 38) was 
considered to have relatively no impact on their development as instructional leaders.  This 
group of assistant principals seem to value the importance of maintaining a Data-Driven Focus, 
and receiving Feedback for improvement. 
Factor 4: Professional Development and Strategic Planning 
Factor 4 has an eigenvalue of 7.98 and explained 23% of the variance.  Three participants 
significantly associated with this factor by loading 0.42, p < 0.01.  These participants include 2 
males and 7 females.  Their ages ranged from 28 to 57 years.  Five participants were high 
school and 4 were middle school principals.  Six participants worked in an urban, 2 worked in a 
suburban, and 1 in a rural school setting.  All participants have master’s degrees.  Their years of 
experience as an assistant principal ranged from 7 months to 15 years.  
The statements in the +4 column which were viewed by the Factor 4 perspective 
indicated that using data to determine student needs (Statement 14).  As one participant stated 
“Everything is centered around data.  We must be able to look at data to have conversation and 
determine what data we are going to use to accurately determine our data and outcome for the 
school.”  Another administrator mentioned that “data is extremely important in the impact on 
student learning.  I have always been a data driven instructor in the classroom but my principal 
models how data is used to impact student achievement as an administrator.”   Another statement 
ranked as very impactful linked to drilling down to determine specific school targets toward 
accountability grade (Statement 15).  Both statements 14 and 15 are +4 in Factors 3 and 
4.  Given the factor perspectives for each, it reinforces the impact of data-focused, feedback, and 
strategic planning for continuous improvement of instructional leadership ability.  Blase & Blase 
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(2004) refers to this process as a fluid inquiry.  In other words, to see real change occur in 
instructional leadership, data should be collected to determine what steps must be taken to 
improve it.  In turn, the data provides feedback and from the feedback, a plan of action is 
developed.  The plan of action must be revisited periodically to ensure that the objectives 
outlined are achieved.  However, one participant expressed that “there has been little to no 
drilling down to examining student achievement data and its impact on school grades and 
holding all stakeholders accountable to improving instruction (Statement 21).  As one male 
administrator shared that “accountability practices and progress monitoring have consistently 
been in place.  However, with the recent increase of new staff members due to inability to meet 
certification requirements, this has made very little impact on my professional growth & 
development.” 
The statements in the +3 column which were viewed by the Factor 4 perspective as 
significantly impactful indicated that regular administration meetings to discuss instruction 
across the school (Statement 13).  As one participant described, “lack of meetings and/or 
discussion centered around how to effectively move the school limits the possibility of making a 
significant impact on the quality of instruction provided to students which will then ultimately 
impact their academic performance.”  In addition, the principal is transparent in sharing data and 
information that impacts instructional leadership (Statement 23).  Two participants explained that 
“I have learned many ways to use data to help teachers improve instruction” and “Data drives 
each decision made at my school.  My principal has taught me to be extremely versed in the data 
in all areas and how to use that information to make decisions for the best interest of the students 
and the school”.  And lastly, the principal accurately assesses my strengths and limitations as an 
instructional leader (Statement 28).  As one administrator explained, “My principal determined 
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my strengths and limitations based on his strengths and limitations.  If he was rated satisfactory 
in an area, then I would be rated satisfactory.  If he was rated unsatisfactory or needs 
improvement, so was I.” 
The statements in the +2 column which were viewed by Factor 4 participants included 
strategically targeting and funding conferences to benefit development (Statement 5).  One 
participant stated that “Professional development is important as an instructional leader whether 
external or internal the school/district.  This is one of the areas that has greatly impacted me as 
an instructional leader.”  Two participants shared similar views, one stated “There has been no 
funding available to participate in any conferences” and the other simply mentioned that “we 
have not sat down to determine any conferences to go to.”   According to a 2009 study by 
Graczewski, Knudson, & Holtzman, there was a strong correlation between instructional 
leadership and professional development.  It suggested that the level of instructional leadership 
engagement was dictated by the professional development opportunities afforded to the 
administrator.   Another statement provided is that my principal gives me consistent and 
constructive feedback (Statement 10).  As one participant expressed “My principal would give 
general praise and not specific feedback.”  The final statement given is that my principal assisted 
me in understanding what high quality curriculum and instruction looks like (Statement 30).  To 
improve instructional leadership, administrators must understand what effective instruction looks 
like and understand how teachers learn to teach the material (Graczewski et al, 2009). 
The statements in the 0 column that were viewed by Factor 4 participants conveyed that 
their principal has helped create a great work environment in general and it has helped my 
development (Statement 4).  A white female assistant principal explained “It is important for a 
school principal, or any leader, to create a great work environment for the stakeholders.  My 
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current principal works hard to create trust and build relationships with his administrative team, 
it gives me the opportunity to create and present instructional data to various stakeholders 
(Statement 19).  As one black assistant principal expressed “I have been able to venture into all 
content areas and share academic progress, as well as my learning experiences with our (SIT) 
School Improvement/Intervention Team, Emerging Leaders Director and other school 
stakeholders.”  Another statement selected indicated that my principal respects my decisions as 
they relate to instructional leadership (Statement 20).  One participant described “From master 
scheduling and operational management to coaching conversations and professional 
development, my principal respects my decisions and affords me the opportunity to take 
leadership of all instructional decisions.” Another administrator stated “I have been given 
increased autonomy to implement new ideas that positively impact the day-to-day operations.” 
The statements in the -1 column that were viewed by Factor 4 participants specified that 
their principal has created or maintained a culture that discourages risk taking as an instructional 
leader so I fear failure (Statement 38).  As one black female assistant principal noted “My 
principal often looks for where to lay blame, which is often rests on the AP with the least 
experience.”  Other statements selected by the participants that comprised of Factor 4 indicated 
that conducting classroom instructional walk-throughs with me to determine best practices for 
teacher instruction to help us calibrate our instructional coaching (Statement 3) and my principal 
cares about my development (Statement 6), and provide opportunities outside of my core 
academic content area as an instructional leader (Statement 22).  As one administrator expressed 
“My principal encourages broadening one’s perspective as it relates to the various content areas 
in an effort to gain knowledge in all disciplines because it is an important task for an 
instructional leader.”  Another statement by participants of Factor 4 indicated that their principal 
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has modeled instructional coaching including having difficult conversations with teachers 
(Statement 35).  As one female administrator mentioned “This is extremely important in the 
development of the faculty and staff as a whole.  My principal models to get the buy-in from 
teacher leaders and others in instructional coaching including having difficult conversations with 
teachers.”  On the other hand, a white female administrator expressed “Having difficult 
discussions with teachers is an area of weakness for me.  My current principal does this 
extremely well, however.  He has been working with me on this area by allowing me to sit in on 
his meetings and debriefing with me afterward.  He also sits in on my meetings and provides 
constructive feedback to help me improve.  An exceptional instructional leader will not only see 
your strengths, but will also see your areas of weakness and will work with you to build your 
skills.” 
The statement in the -2 column that was viewed by Factor 4 suggested that their principal 
does not follow through with new instructional initiatives (Statement 37).  The statements in 
column -3 that were selected by Factor 4 indicated that their principal has undermined their 
authority (Statement 25).  One white female administrator stated “In my career, I have only ever 
worked with one principal that has done this particular thing.  While he lost my respect, it did not 
impact my confidence.  It was a very short tenure, however, I have been extremely fortunate to 
work with leaders across the district that focus on building the instructional leadership abilities of 
their staff.” Another statement indicated that the principal inadequately staffed the school, so my 
time is consumed by putting our administrative fires (Statement 33).   
The statements in the -4 column that were viewed by Factor 4 suggested that they have 
been least impactful towards their development as instructional leaders by not relinquishing 
control and delegate instructional leadership tasks to the assistant principal (Statement 8), 
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refusing to serve as a mentor (Statement 27), and modeling unethical or inappropriate 
instructional leadership (Statement 31).  As one participant stated “he has never done anything 
unethical and always points out how things should be done to avoid anything even looking like it 
has be done unethically.”  Factor 4 is comprised of instructional factors, such as, school 
accountability and professional development that contribute to the success of a school and 
student achievement.  This group of assistant principals seem to value the importance of 
Professional Development and Strategic Planning of secondary assistant principals as a means to 
improve instructional leadership skills. 
Chapter 4 Summary 
In the first phase of this study, concourse development, 12 participants provided 
statement that answered the following 2 questions:  “What actions/behaviors does your principal 
exhibit that promotes your development as an instructional leader?”; “what actions/behaviors 
does your principal exhibit that hinders your development as an instructional leader?”  This 
questionnaire produced 104 statements initially, it was reduced to 38 statements.  
In the second phase of this study, Q sorting, these 38 statements were administered to at 
least 122 secondary assistant principals in the Duval County Public School system who then 
sorted these statements within an inverted distribution table based upon the following condition 
of instruction tailored for their role:  “Which statement best reflects your perspective on your 
current principal’s impact on your development as an instructional leader?”  The participants 
provided explanations of sorted statements and demographic information.    
Next, the data was inputted into an Excel spreadsheet to ensure information was accurate 
and organized.  Then, the data was transferred into PQMethod 2.11 software.  The 
software generated a correlation matrix that was then used to conduct a principal component 
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analysis to identify 4 factors to extract.  Lastly, a varimax factor rotation was used involving 
these four factors to create factor arrays.  Factor arrays were used to interpret the factors. 
Through the factor interpretation process, the following perspectives emerged, identified, and 
described: Relational and Supportive, Coaching and Collective Collaboration, Data-Driven 
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     CHAPTER 5: SUMMARY, CONCLUSIONS, AND IMPLICATIONS FOR FUTURE 
RESEARCH 
The purpose of this study was to explore the shared perceptions that secondary assistant 
principals hold toward their development as instructional leaders given the support from their 
principals’ leadership actions and transformational practices.  The current and historical literature 
provided the basis for the context of exploring assistant principals’ development as instructional 
leadership.  Within that context the following topics were reviewed: 1) transformational 
leadership, 2) the history and evolution of the principalship, 2) instructional leadership, 4) 
emergence of the assistant principal, 5) assistant principal as instructional leader, 6) relationships 
between the principal and assistant principals, and 7) assistant principal voice.  These themes 
developed as a result of a review of the relevant literature surrounding supports and barriers 
towards the development of assistant principals as instructional leaders.   From a conceptual 
perspective, the theory of transformational leadership was deemed appropriate primarily because 
this theory centers on increasing the knowledge and nurturing the development of others toward 
individual and collective improvement.    
  Q-methodology was chosen as the appropriate means of exploring the subjective 
viewpoints of secondary assistant principals towards their development as instructional 
leaders.  Q methodology allows for a participant’s viewpoint to be operant and those 
perspectives to be understood from a holistic nature (Watts & Stenner, 2012).  The research 
question for this study was “What are the shared perceptions of secondary assistant principals 
toward their development of instructional leaders? 
In the first phase of the study, a concourse was developed.  Twelve participants 
responded to 2 questions: ”What actions/behaviors does your principal exhibit that promotes 
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your development as an instructional leader?”;  ”what actions/behaviors does your principal 
exhibit that hinders your development as an instructional leader?”   First, the concourse 
was developed.  From the concourse questionnaire 104 statements were produced and then it was 
reduced to 38 statements. 
Next, the Q sorting phase was implemented.  Of the 34 participants, 19 were high school 
assistant principals and 15 were middle school assistant principals.  In addition, 26 of the 
participants identified their school setting as urban, 5 participants identified it as suburban, and 3 
participants identified it as a rural school.   Participants ranked ordered these 38 
statements within an inverted distribution table based upon the following condition of instruction 
tailored for their role: “Which statement best reflects your perspective on your current 
principal’s impact on your development as an instructional leader?”  The participants provided 
explanations of sorted statements and demographic information.    
Then, the data was inputted into an Excel spreadsheet, then transferred into the 
PQMethod 2.11 software platform.  The software generated a correlation matrix that was then 
used to conduct a principal component analysis to identify 4 factors to extract.  Lastly, 
a varimax factor rotation was used involving these four factors to create factor arrays.  Factor 
arrays were used to interpret the factors. Participants provided rationales of sorted statements and 
background information. Through the factor interpretation process, the following factors were 
identified and described: Relational Factors, Visionary Transformational Factors, Data Driven 
Factors, and Instructional Factors.   
This chapter will provide data findings from the concourse development process, 
followed by a discussion of the factors extracted from the Q sort phase.  Next a discussion of the 
strengths and limitations of the study will be discussed.   Implications for scholarly research, 
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policy, and practice will be examined.  In conclusion, implications for future research will be 
provided. 
Discussion 
The perspectives that emerged from the factors centered on the importance of Factor 1 
(Relational and Supportive), Factor 2 (Coaching and Collective Collaboration), Factor 3 (Data-
Driven and Feedback), and Factor 4 (Professional Development and Strategic Planning) in the 
development of secondary assistant principals as instructional leaders.  Refer to Appendix D to 
explore the four factor arrays more in depth, specifically note how the Q set statements ranked in 
each factor. 
Factor 1 was named Relational & Supportive.  Participants who comprised of Factor 1 
highlighted the importance of their principal caring about their development, being available to 
discuss their progress informally, and respecting their decisions as an instructional 
leader.  Assistant principals seem to value the humanistic side of their principal in their 
development as an instructional leader.   This was evident across Themes 1 and 2 because 
statement 6 (principal cares about my development) ranked a +4.  On the contrary, participants 
that loaded on Theme 1 ranked statements that stated that their principal is not willing to view 
them as an instructional leader, is not modeling unethical instructional leadership, or is creating a 
culture that does not allow risk-taking as a -4.  Theme 2 participants also shared the same view 
on creating a culture of risk taking.  Despite the harm these actions could have invoked, it did not 
negatively impact their development as instructional leaders.  It also appears that their principals 
understand the importance of their role in the development of their administrators.  Therefore, 
there was no intentional act to create or maintain a culture of fear that stifled their instructional 
leadership development.  However, principals should be consistently aware and mindful of 
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behavior and practices surrounding relationships that could directly or indirectly hinder assistant 
principal growth.  Principals must realize the potential impact their influence may have on the 
growth or decline of their assistant principals.  Moreover, the potential interactions between the 
mentors and mentees can spark a new source of learning and genius that can be transmitted 
between those who are committed to the partnership (Daresh, 2004).  An effective mentor seeks 
to raise questions that provoke the mentee to think in new ways about instructional 
leadership.  In building relationships, assistant principals confirmed that the principal is 
instrumental in directing and fostering their instructional leadership capacity (Marshall 
& Hooley, 2010; Paskey 1991).  In turn, assistant principals are able to gain insight into how to 
“think” like a principal.  From ongoing communication and interaction with an effective mentor 
principal, an assistant principal’s level of awareness and decision-making is heightened above 
their usual scope of influence.  Daresh (2004) described this act as “the single most powerful 
thing an assistant principal can do to enhance personal survival and effectiveness 
(p.97).   Without this instructional “sounding board”, it can be a challenge for assistant principals 
to enhance their own instructional leadership skills.  Therefore, the development of an assistant 
principal as an instructional leader seems to rely heavily upon the positive interactions between a 
principal and an assistant principal.  Positive mentoring relationships tend to have a favorable 
influence on the preparation of assistant principals for the role of principal (Oleszweski et al, 
2012).  This is evident by the participants who loaded on this perspective who selected statement 
9 (formal and informal conversations) and statement 20 (respects my decisions) as a +4.  More 
directly stated, assistant principals who have positive relationships with their principals tend to 
be better equipped for the principalship. 
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Overall, it seems that secondary assistant principals share the viewpoint that establishing 
caring mentoring relationships, building trust, and communication is essential in helping them 
develop as instructional leaders.  In addition, these assistant principals seem confident, effective, 
and solid in their role.  However, there is a desire to be given more responsibility and 
opportunity to demonstrate their knowledge and skills.  It appears that when things get in the 
way of their development as instructional leaders, it can be frustrating because they want to do 
more.  This group of assistant principals seems to rely heavily upon the premise of caring 
relationships, establishing trust, and effective communication to aid in their development as an 
instructional leader.   
From Factor 2, emerged a Coaching & Collective Collaboration.  Participants 
that compromised of Factor 2 determined that conducting classroom walk-throughs together to 
determine best instructional practices helped with coaching teachers, their principal cared about 
their development as an instructional leader, and shares their vision for instructional leadership 
and rationales that impact instructional leadership.   
In this discussion, collective collaboration and collective leadership are used 
interchangeably.  Both terms seek to focus on “we” rather than “me” (Chirichello, 
2004).  Furthermore, their development as instructional leaders were characterized by conducting 
regular meetings to discuss instruction across the school so all learn more together, and being 
transparent by sharing data and information that impacts instructional leadership, giving 
consistent and constructive feedback.  This collective approach to leadership leads to greater 
impact in schools.  Assistant principals suggested meeting on a regular basis to discuss 
instructional focus, next steps, and support for teachers. Additionally, it was highlighted by 
assistant principals the need for modeling of instructional coaching, including having difficult 
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conversations.  Difficult conversations strengthen their ability as a leader to address instructional 
needs of students as well as help teachers grow.  Furthermore, assistant principals and principals 
must develop a rapport in which the principal can provide coaching to the assistant principal as 
well.  However, principals must be willing to relinquish some of their authoritative power within 
schools in order for collective thought and ideas to flourish.  In other words, followers must be 
given opportunities to experience leadership (Chirichello, 2004).  Although Factor 1 contributes 
the most of what can be explained in this study, both Factor 1 and 2 are relative because they are 
dependent upon each other in order for optimal assistant principal development to 
occur.  Participants that loaded on Factors 1 and 2 ranked statement #6 as a +4, my principal 
cares about my development. This would indicate that the genuine care a principal and assistant 
principal establishes, if done correctly, should form a collaborative partnership centered on the 
development of the assistant principal.  It sets the stage for a mentor-mentee relationship to be 
established.  On the contrary within Factors 3 and 4, statement #6 (my principal cares about my 
development) was ranked a -1.  Although their principal never expressed care, it did not 
significantly hinder their progress.  However, as one participant that loaded on this factor 
expressed that lack of care would limit their growth.  Effective mentoring suggests a level of care 
that is necessary to establish a strong and trusting relationship (Playko, 1991).   This practice is 
viewed as essential to the growth and development of assistant principals (Daresh, 2004).  While 
having a positive relationship is critical, leveraging that relationship to provide support in the 
form of coaching or collective collaboration is equally important.  Participants that loaded on 
Factor 2 and 4 viewed receiving consistent and constructive feedback (Statement 10) as a 
+2.  This suggests that there is a connection between coaching and feedback.  Coaching tends to 
be an active process that is intended to assist a learner in acquiring a particular skill or 
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knowledge.  However, if the learner is not following the plan of action, then feedback is 
provided to guide them in a more directed manner.   Schechter (2014) reported that one of the 
major benefits of a mentoring relationship is the receipt of professional support.  Specifically, a 
mentor provides encouragement, empathy, sense of belonging, role clarification towards 
professional competence, and through conversation a better awareness of personal attitudes and 
views (Daresh, 2004; Schechter, 2014).  This reinforces the importance of the leaders and 
followers’ actions extending beyond their own personal interests or gains for the greater good of 
the students, school, community, and society as a whole (Bass & Aviolio, 1993).  Furthermore, 
statement 38, my principal has created or maintained a culture that discourages at risk taking as 
instructional leader, so I fear failure was ranked -4 on both Factors 1 and 2.  This is evident that 
this action did not negatively impact their development. 
In addition, Factors 1 and 2 serves as the foundation in which positive interactions can 
foster interrelationships and creates a culture of developing others to become leaders 
(Chirichello, 2004).  The goal of collective leadership is to create systems of interactions 
between followers and leaders, as determined by the task that will transform organizational 
structures.  Transforming principals into “instructional leader-developers” rather than “manager-
developers”.  This transformational shift in thinking is paramount to the growth and development 
of assistant principals as instructional leaders.  Moreover, it suggests that the specialized training 
an aspiring leader receives must be tailored to improve their deficient areas as it aligns to 
instructional leadership.  Principals should work with their assistant principals to identify those 
areas of improvement and develop a plan to address them.  Ultimately, collective collaboration 
and collective leadership should work together to increase the capacity of any stakeholder to the 
level of desired results.   
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Factor 3 was named Data Focused & Feedback.  Participants that comprised of Factor 
3 indicated that the connection between data and instruction was revealed to them, such that, data 
informs instructional best practices, specifically grouping students for academic rotations.   Also 
indicated was the importance of using data to determine what students need, by drilling down to 
specific standards, and how the school grade is calculated as it relates to proficiency and 
gains were influential.  The notion of instructional leadership has expanded to include 
collaboration, data analysis, support, and aligning curriculum and instruction, and professional 
learning communities (Hallinger, 2003; Hallinger, 2005; Lunenberg, 2010; Marks & Printy, 
2003; Reitzug et al, 2008).  Data analysis is an important aspect to being an effective 
instructional leader.  As an instructional leader, utilizing data to track student achievement and 
other indicators that impact student learning must be considered when making decisions within a 
school.  This data is key to making sound instructional decisions about teaching and 
learning.  Also, attendance and behavior data can negatively impact a student’s ability to be 
successful.  Feedback from this type of data fuels the development of a system to address those 
issues and provide incentives.  Incentives provide a means to deter student absenteeism and 
encourage positive student behavior towards academic achievement.  Furthermore, several 
studies support that data analysis and tracking student performance is necessary to the success of 
a school and an essential characteristic of an effective principal (Hallinger & Murphy, 1986; 
Short & Spencer, 1989; Bamburg & Andrews, 1990; King, 2002; Lunenberg, 2010).  Setting 
school academic targets and monitoring student performance are characteristics of instructional 
leaders (Plessis, 2013).  In the age of accountability and the school grading system, 
understanding key data points as it relates to monitoring student progress and how the school 
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grade is calculated and impacted by student learning in the following academic components: 
academic proficiency and learning gains in reading and math, and graduation rates.  
In addition, the need for feedback from principals emerged from Factor 3.  Secondary 
assistant principals shared that their principal had shared with them the impact of 
transformational leadership and data analysis, as well as, understanding what high quality 
curriculum and instruction looks like.  One participant expressed that they did not receive 
feedback on their performance.  This impacted their development because they were not aware 
of their current performance, nor were they made aware of the specific skills and knowledge 
required to be effective as an instructional leader.  According to Blasé & Blasé (2004), feedback 
is necessary to push one to think deeper about a particular idea.  As a result of deep thought, 
more data and information can be collected to ensure the proper adjustments are made towards 
development.  In order for assistant principals to develop as instructional leaders, it is important 
to receive on-going feedback on a regular basis.  The feedback should be specific and seek to 
promote growth.  Principals possess the power to provide meaningful experiences and leadership 
opportunities for their assistant principals to become better instructional leaders and ultimately, 
the principalship (Barnett et al, 2012).  These experiences should closely align with the decisions 
and scenarios that a principal are likely to encounter.  Supportive principals should engage their 
assistant principals in their own development in such a way that they are confident in their ability 
to assume many of the responsibilities of a principal. 
Factors 1, 2, and 3 seem to be interconnected.  Each theme is connected by the need to 
produce positive relationships that are built on collaboration, coaching, and feedback for 
development.  Playko (1991) describes mentoring as “an essential strategy in supporting, guiding 
and encouraging people to be the best they can be, both personally and professionally” (p. 
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126).  Ideally, mentoring would provide the opportunity to self-reflect.  The process of reflection 
allows one to make sense of experiences and ideas.  Although this can be difficult for some 
individuals, over time, the aptitude to engage in collaborative dialogue can be 
developed.  Reflective principals should model this practice for their assistant principals.  This 
action would provide firsthand insight into a principal’s process of thinking and rationale for 
decision-making.  
Factor 4 was named Professional Development & Strategic Planning.  While 
participants that comprised of Factor 4 indicated that using data to determine student needs was 
important, similar to Factor 3, assistant principals also emphasized the importance of 
professional development.  Oliver (2005) stated that research on the professional development of 
assistant principals is erratic and rare (Barnett et al, 2012).  This suggested that assistant 
principal professional development has not been a priority in school reform.  According to a 
2009 study by Graczewski, Knudson, & Holtzman, there was a strong correlation between 
instructional leadership and professional development.  It suggested that the level of instructional 
leadership engagement was dictated by the professional development opportunities afforded to 
the administrator.  Although, the job requirements for assistant principals have steadily expanded 
over the decades.  More opportunities to train assistant principals for the rigorous demands of the 
principalship must be provided.  According to the results of a 2005 longitudinal study, assistant 
principals indicated that logistics, such as location, time, and method of delivery, as well as, 
relevance should be considered when planning of professional development opportunities for 
assistant principals (Oliver, 2005). Researchers suggest that at the core of assistant principal 
training should be curriculum and instruction, student learning, managing change, time 
management, team-building, and teacher observation and evaluation (Gurley et al, 2013; Oliver, 
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2005).  As the need for instructional leaders to lead effective schools continue to arise, educators 
must evaluate and re-evaluate the “instructional integrity and value” of both existing and new 
assistant principal preparation programs.  Ideally, their learning experiences should closely 
mirror those of a principal, to prepare them to face similar problems and situations they will one 
day encounter (Oliver, 2005).   According to Leaf & Odhiambo (2017), professional 
development involved shadowing and networking.  This suggests that job-embedded mentoring 
is a valid way to develop secondary assistant principals.  If this does not occur, then assistant 
principals are not adequately prepared to become effective instructional leaders and ultimately 
successful building principals.   
Although, Factor 1 (Relational & Support) and 4 (Professional Development & Strategic 
Planning) comprised of about 46% of the variance explained from this study, there were few 
participants' statements that ranked similarly between the two factors.   Given that one 
perspective centers on relationships and the other focuses on career development within the 
scope of instructional leadership towards the principalship, the net result suggests that 
relationships, professional development, and strategic planning are critical to the work that 
assistant principals must engage in to become more effective instructional leaders.  Assistant 
principals ranked order statement 5 (strategically targeting and funding conferences to benefit 
development) differently across perspectives as the following:  Factor 1 (-2), Factor 3 (-3), and 
Factor 4 (+2).  Most participants think that professional development has had little to no impact 
on their development.  However, if one has not had the opportunity to participate in professional 
development then its impact may not be fully realized.  Furthermore, this notion demonstrates 
the need to refine recruitment and retention practices of the next generation of principals. 
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According to Militello (2015) assistant principals are often put in risky situations to “do 
as they are told”, but if we expect them to become principals of tomorrow then more 
responsibility and leadership training must be provided.  Not to mention, there is a nationwide 
shortage of school principals, due to higher standards and inadequate preparation (Crow & 
Pounder, 2005; Roza et al, 2003; Whitaker, 2003).   As a result of this shift in principal 
readiness, a focus on recruitment, selection criteria and retention practices in principal 
preparation programs must be enhanced.  Principal preparation program must be better aligned to 
meet the current and future needs of evolving schools.  
Implications of the Study 
Adds to scholarly research.  Utilizing Q methodology has assisted in understanding the 
shared perspectives of secondary assistant principals towards their development as instructional 
leaders.   Traditionally, assistant principals have been viewed as “the neglected actor in 
practitioner literature” and “a wasted resource” (Hartzell, 1994) in the context of school 
leadership.  Very little has been written on the role of the assistant principal (Glanz, 
1994; Kindsvatter & Tosi, 1971).  Payako & Rorie (1987) suggests the reason for very little 
research on assistant principals is historical.  The term “principal” is used so frequently in the 
research to describe the leader of a school, that no other school leader can 
be considered.  Therefore, much of what we know about the role of assistant principals stem 
from research on principals.  However, this study is unique because it originates from the 
subjective experiences of assistant principals towards their own emergence as instructional 
leaders.  Prior to this study, a group of assistant principals have not been asked to give 
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their perspectives toward their development as instructional leaders.  It provides the critical voice 
needed in the ongoing debate and research about the marginalization of this group of school 
leaders.  By eroding their marginality, the pool of future qualified principals can be strengthened. 
This study adds to the literature by deepening the value and importance of the role of 
assistant principals as instructional leaders.  It places more emphasis on the need to develop 
assistant principals in four particular areas, how intentional mentoring using specific actions and 
behaviors can further transform leadership roles and prepare assistant principals for the 
principalship.  The first perspective is Relational & Supportive as assistant principals seem to 
believe that their instructional leadership development experiences should be centered on 
building positive relationships.  The second perspective is Coaching & Collective Collaboration 
as secondary assistant principals seem to believe that their instructional leadership development 
experiences is best fostered through coaching and collaboration and how those experiences will 
transform their understanding.  The third perspective is Data-Focused & Feedback as these 
secondary assistant principals seem to value analyzing, understanding data, and receiving 
feedback as it relates to their development as an instructional leader.  The fourth perspective 
is Professional Development & Strategic Planning as these secondary assistant principals seem to 
value the knowledge and skills associated with ongoing professional development as intentional 
tools necessary to be an effective instructional leader.   
Informs policy.  This study seeks to inform district leaders on recruitment and retention 
efforts of secondary administrators.  Using these four factors can serve as primary instructional 
leadership indicators when recruiting qualified applicants for principal positions.  For example, 
potential candidates can be required to perform a Q sort as a part of the screening process for 
principalship using a different condition of instruction.  In addition, these indicators can serve as 
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the basis for the development of an instrument used to determine the readiness of and/or evaluate 
assistant principals or principals in the area of instructional leadership.  This initial assessment 
would measure the instructional leadership ability and knowledge of a secondary assistant 
principal/principal and how their scores ranked on the instructional leadership development 
rating scale.  As a result of individual sorts, conversations about expectations among assistant 
principals can be held.   This can be used as a means of checks and balances for the assistant 
principal and principal to ensure expectations are being met as expected.  Ultimately, an 
individual plan can be created to help develop the administrator in demonstrating key 
instructional leadership competencies.  Inconsistent recruitment and retention policies have often 
hindered career progression and stifled leadership development among assistant principals. By 
improving policy, it will provide a more systematic approach to the evaluation and selection 
process. 
Improve practice.  These four perspectives (Relational & Support, Coaching & 
Collective Collaboration, Data Driven & Feedback, and Professional Development & Strategic 
Planning) may assist district administrators and building principals in how assistant principals 
can be thoroughly developed and adequately trained towards instructional leadership.  While 
they may not become experts in all facets of each theme, it is necessary for assistant principals to 
gain experience and understand the importance of all perspectives as it relates to their overall 
development as an instructional leader.  This experience and knowledge can be applied and 
cultivated via a rigorous, hand- on, and ongoing professional instructional leadership 
development program.  With this new frame of instructional leadership development, 
professional development must be refined to meet the needs of schools as it pertains to assistant 
principals.  According to Militello (2015) assistant principals are often put in risky situations to 
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“do as they are told”, but if we expect them to become principals of tomorrow then more 
responsibility and leadership training must be provided.  Not to mention, there is a nationwide 
shortage of school principals, due to higher standards and inadequate preparation (Crow & 
Pounder, 2005; Roza et al, 2003; Whitaker, 2003).   As a result of this shift in principal 
readiness, a focus on recruitment, selection criteria and retention practices in principal 
preparation programs must be enhanced.  Principal preparation program must be better aligned to 
meet the current and future needs of evolving schools and leaders.  
Given the individual contribution of each theme, assistant principals may need to observe 
and be assigned a mentor principal who may be strong in one or several of these factors 
identified by assistant principals as important to their development as an instructional leader.  By 
strategically pairing assistant principals and principals, assistant principals will be able to see 
firsthand that particular factor in action.  In addition, assistant principals can maintain a portfolio 
of actions or tasks to complete that would demonstrate their competency in each area or it can be 
used as a tool for self-reflection for improvement.  Although assistant principals may not become 
proficient in one or more of these factors, it is important to understand how they contribute to the 
overall impact of instructional leadership.  More importantly, these perspectives provide a 
framework for improving instructional leadership practices with the guidance and feedback of 
principals to transform their understanding and implementation. 
Strengths of this Study  
There are very few studies that exist from the viewpoint of individual assistant principals 
(Militello, 2015).  Their input has been non-existent in the literature as it relates to their own 
development.  One strength of this study is it provides voice to secondary assistant principals by 
directly engaging them in methodology to gain their perspective about their own development as 
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instructional leaders.  Historically, assistant principals have been marginalized and were 
used mainly to perform non-instructional tasks (Gurley et al, 2013; Leaf & Odhiambo, 
2017).  As school accountability standards become stricter, school reformers have re-examined 
the role of the assistant principal.  This revision within school leadership has been necessary to 
widen their scope of influence to apply effective instructional leadership theory and 
practices.   Ultimately, as the literature suggest many assistant principals yearn to become 
instructional leaders and principals (Cranston et al, 2004).  The results from this research is 
intended to add to the ongoing dialogue about the development of assistant principals as 
instructional leaders, as well as, the recruitment and retention of effective secondary school 
leaders.  
Another strength of this study is that it highlights the importance of the relationship 
between the principal and assistant principal.  Thus, signifying the need for principals and 
assistant principals to establish healthy and productive working relationships.   Positive 
mentoring relationships tend to have an ideal influence on the development of assistant 
principals for the principalship (Oleszweski et al, 2012).  Principals can have lasting impact on 
the growth of assistant principals.  While effective mentorship allows assistant principals to 
make some mistakes, it also is an opportunity to receive for constructive feedback and direction 
to refine thought processes.  As a result of the principal and assistant principal mentee 
relationship, a path for assistant principals to establish sustained growth, self-confidence, and 
awareness about instructional leadership leading toward increased accountability and 
commitment to the profession is established (Calabrese & Tucker-Ladd, 1991).  This relationship 
becomes a social agreement and investment that impacts both those involved and schools they 
lead (Calabrese & Tucker-Ladd, 1991; Hausman et al, 2002). 
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Limitations of this Study 
A limitation of this study is that fourteen confounded Q sorts were discovered after 
running the data.  This reduced the number of statements that loaded on each factor.  Factor 1 
(Relational Supportive) and Factor 4 (Professional Development & Strategic Planning) each had 
9 Q sorts that were not confounded.  As a result, the analysis from Factors 1 and 4 proved to be 
more descriptive and richer in the data interpretation. Whereas, Factor 2 (Coaching & Collective 
Collaboration) and Factor 3 (Data-Focused & Feedback) each had 3 Q sorts that were not 
confounded, respectively.  
Another limitation of this study is it takes longer to sort the data.  Given Q methodology, 
to performing the Q sort correctly can be time consumptive.  Another limitation is that due to the 
overwhelming duties of assistant principals, adequate time may not have been devoted to 
completing the concourse questionnaire and Q sort as designed.  Thus, reducing the amount of 
information that can used to describe the factor.  Perhaps, if assigned during a district 
professional development session, assistant principals could have been more focused and allotted 
the appropriate time to give a more thoughtful reflection in their development as instructional 
leader.  Another limitation is that participants loaded on more than one factor.  The design of this 
methodology does not allow access to many perspectives.  In Q methodology, no more than 5 
factors are used to provide a holistic view about a particular phenomenon.  The more factors 
used in interpretation provides the least amount of information about a topic. 
Recommendations for Future Research 
Assistant principals’ instructional leadership development experiences vary from state to 
state, district to district, and maybe even at different school levels or types of school settings.  It 
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would be interesting to explore how experiences differ in another state, a rural school district, or 
even with elementary assistant principals and principals.     
It may be interesting to examine the shared experiences of secondary principals towards 
their own development as instructional leaders.  By shifting the condition of instruction, many 
different perspectives among principals and assistant principals can be examined.  For example, 
principals can perform a Q sort about the skills and knowledge an assistant principal should 
possess before becoming a principal.  On the other hand, assistant principals could perform a Q 
sort pertaining to their expectations of their ideal principal instructional leader’s actions and 
behaviors.  Furthermore, a Q sort can be conducted among novice and experienced assistant 
principals and principals regarding their unique experiences.  From a teacher perspective, a Q 
sort could be performed to determine their perspective on the instructional leadership impact of 
assistant principals and principals towards developing teacher efficacy/empowerment, teacher 
retention, and student performance.  It would be interesting to see how much difference in 
subjectivity from their viewpoints would be elicited from the potential topics for future Q 
methodology research. 
Although this study is not generalizable, it does provide a frame of thinking around this 
phenomenon that can be replicated in other states districts, and other leadership levels.  As 
leadership evolves, one’s experiences and development is impacted, changing their perspective. 
Conclusion 
As an examination of shared perspectives held by secondary assistant principals about 
their development as instructional leaders, the factors discovered will add voice and depth to the 
role of the assistant principal as an instructional leader.  Historically, largely marginalized by the 
principalship, the assistant principal’s role has signified the “backbone” of schools.  If schools 
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are to sustain success, assistant principals must be amply prepared to meet the ever changing 
landscape of educational leadership.  As a result of this study, assistant principals will be viewed 
as competent and resourceful individuals with the capacity to be an instructional leader in their 
current role.  Given this shift in thinking about the role of the assistant principal, meaningful 
opportunities to grow must be developed and monitored. 
The Relational and Supportive perspective embraces the importance of relationships and 
support in their development.  Without a supportive partnership, it can be a challenge to grow.  
The Coaching and Collective Collaboration perspective centers on systematically working 
collectively towards a goal and the transformation it brings.  It is the coaching, mentoring, and 
teamwork approach that helps build strong school leaders.  The Data-Focused and Feedback 
perspective encompasses the need to analyze data and use its findings to make decisions about 
improvement.   The feedback derives from the impact of the changes we make.  This should be a 
continuous process. The Professional Development & Strategic Planning perspective embody the 
specialized training and planning for implementation necessary to become an effective 
instructional leader.  With further research to expand these factors, this may prove to a powerful 
framework for developing, training, assessing, and evaluating assistant principals as instructional 
leaders.  
The need for assistant principals to become more involved as instructional leaders to 
transform 21st schools has been increasingly evident (Gurley et al, 2008; Barnett et al, 
2012).  As accountability in schools continue to rise, the need to cultivate instructional leaders 
that have the tools and skills necessary to affect real change is essential.  This study sought to 
continue the conversation surrounding the development of assistant principals as instructional 
leaders and how it can be done more effectively and efficiently.  In addition, this distinctive 
EXPLORING THE PERCEPTIONS OF SECONDARY AP’s                                                                                   
   
125 
 
research may change the landscape of assistant principal instructional leadership 
development given this study is generated from the perspectives of its participants.  It is 
important to better understand these four perspectives and the ways in which they contribute to 
the development of instructional leaders to lead schools.  
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Correlation Matrix Between Sorts 
     ________________________________________________________________________________________________________ 
 
   _________________________________________________________________________________________________________ 
   Note. Numbers represent the correlation percentage for each Q sort, n=34 




Unrotated Factor Matrix  
 
Note. Unrotated factor loading for each Q sort and each of the eight provided factors. H2 = communality estimates for each Q sort.  
An additional h2 was calculated for a four factor solution.  
 





















Cross Product of Two  
      Highest Loadings 
 
0.74 0.31 0.35 0.48 0.29 0.24 0.16 0.16 
Standard Error (SE) 
 0.16 0.16 0.16 0.16 0.16 0.16 0.16 0.16 
2SE 
 0.32 0.32 0.32 0.32 0.32 0.32 0.32 0.32 
Difference in Cross 
     Product and 2SE 0.42 -0.01 0.03 0.16 -0.03 -0.08 -0.16 -0.16 














Factor-Exemplifying or Factor-Defining Q sorts for Five Factor Solution 
Factor number Q sort numbers                            Total Cumulative Total 
1 4, 5, 6, 7, 9, 13, 15, 16, 19, 20, 22, 23, 24, 25, 28, 30, 33, 34 18 18 
2 8, 14, 32 3 21 
3 29 1 22 
4 11 1 23 
5 2, 10, 21 3 26 
Confounded 3, 12, 17, 18, 26, 27, 31  7 33 
Non-significant 1  1 34 
Note.  Two factors had only one factor with factor loading > 0.42.  Factors with factor loadings > 0.42 are indicated in bold. 
 
Table 5 
Factor-Exemplifying or Factor-Defining Q sorts for Four Factor Solution 
Factor number Q sort numbers Total Cumulative total 
1 3, 8, 14, 16, 18, 27, 31, 32, 34 9 9 
2 2, 10, 19 3 12 
3 1, 11 2 14 
4 4, 5, 13, 15, 20, 23, 28, 30 8 22 
Confounded 6, 7, 9, 12, 21, 22, 24, 25, 26, 33 10 32 
Non-significant 17, 29 2 34 
Note.  Three factors had at least three factor loadings > 0.42. Factors with factor loadings > 0.42 are indicated in bold. 
 
Table 6 
Factor-Exemplifying or Factor-Defining Q sorts for Three Factor Solution 
Factor number Q sort numbers Total Cumulative total 
1 3, 4, 5, 6, 8, 14, 16, 18, 22, 27, 28, 31, 32, 34 14 14 
2 2, 7, 9, 10, 19, 20, 21, 24, 25, 30, 33 11 25 
3 11 1 26 
Confounded 1, 12, 13, 15, 23, 26 6 32 
Non-significant 17, 29 2 34 
Note.  All factors had at least one factor loadings > 0.42. Factors with factor loadings > 0.42 are indicated in bold. 
 




Correlations Between Factors 
Factors 1 2 3 4 
1 1.00 0.40 0.19 0.65 
2 0.40 1.00 0.01 0.40 
3 0.19 0.01 1.00 0.17 
4 0.65 0.40 0.17 1.00 




 Factor 1 Factor 2 Factor 3 Factor 4 
Number of 
     Defining 
     Variables 
 
9 3 3 9 
Composite 
     Reliability 
 
0.97 0.92 0.92 0.97 
Standard Error of 
     Factor Scores 0.16 0.27 0.27 0.16 










Figure 3. The Factor 1 Array, or Factor 1 exemplifying Q sort, represents the viewpoint of Factor 1. 




Figure 4. The Factor 2 Array, or Factor 2 exemplifying Q sort, represents the viewpoint of Factor 2. 





Figure 5. The Factor 3 Array, or Factor 3 exemplifying Q sort, represents the viewpoint of Factor 3. 





Figure 6. The Factor 4 Array, or Factor 4 exemplifying Q sort, represents the viewpoint of Factor 4. 






Secondary Assistant Principals’ Perspectives Regarding Their Development as Instructional Leaders  
 
Concourse Development Questionnaire – Page 1 of 3 
Ronnie B. Williams, Jr. – Principal Investigator 
 
Q-1 From your perspective as a Secondary Assistant Principal, what specific behaviors/practices of your principal 
have influenced your development as an instructional leader? 
 
1.   
 
2.   
 
3.   
 
4.   
 















Concourse Development Questionnaire – Page 2 of 3 
Ronnie B. Williams, Jr. – Principal Investigator 
 
Q-1 From your perspective as a Secondary Assistant Principal, what specific behaviors/practices of your principal 
have hindered your development as an instructional leader? 
 
 
1.   
 
2.   
 
3.   
 
4.   
 
















Concourse Development Questionnaire – Page 3 of 3 
Ronnie B. Williams, Jr. – Principal Investigator 
Demographic Information 
 
1. How do you classify your race or ethnicity? 
_____ White or Caucasian, European origin 
_____ Black or African America 
_____ American Indian or Native Alaskan  
_____ Hispanic or Latino 
_____ Asian 






3. What is your age? 
     _____ 25-35 
     _____ 36-45  
     _____ 46-55 
     _____ 56+ 
 
4. How many years have you been an Assistant Principal? 
_____ < 1year 
_____ 1-5 years 
_____ 6- 10 years 
_____ > 10 years 
 
5. How many years have you been at your current school as an Assistant Principal? 
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Concourse Development Questionnaire – Page 4 of 4 
Ronnie B. Williams, Jr. – Principal Investigator 
 
 
____ < 1year 
_____ 1-5 years 
_____ 6- 10 years 
     _____ > 10 years 




























1. My principal has encouraged my development as an instructional leader by recommending and assigning books, articles, and research around instructional leadership. 
2. My principal is disorganized and it hinders my development as an instructional leader. 
3. My principal conducts classroom instructional walk-throughs with me to determine best practices for teacher instruction to help us calibrate our instructional coaching. 
4. My principal has helped create a great work environment in general and it has helped my development as an instructional leader.         
5. My principal has supported my development by strategically targeting and funding conferences that will benefit my development. 
6.  My principal cares about my development as an instructional leader. 
7. My principal has made the connection between data and instruction clear for me. For instance, my principal has shown me how data should inform instructional best practices, especially 
grouping students for rotation. 
8. My principal will not relinquish control and delegate instructional leadership tasks to me. 
9. My principal is available for formal and informal conversations about my experiences as an instructional leader. 
10.  My principal gives me consistent and constructive feedback on my instructional leadership. 
11. My principal has shown me that assuming positive intent when conferencing with teachers about their instruction enhances my leadership. 
12. My principal has shared with me the proficiency average of my students over a three-year period. This was never shared with me before. 
13. My principal conducts regular meetings for our admin team to discuss instruction across the school. This allows all of us to learn together across our content areas. 
14. My principal has taught me the importance of using data to determine what students need, relentlessly having me drill down to the student standards for each student. It is laborious, but 
absolutely essential. 
15. My principal has shown me the pieces of a school grade, how they are calculated, and how each teacher's performance contributes to that final grade. Drilling down further, I have learned 
to determine the number of students in each class needed for proficiency, gains, and proficiency gains. 
16. My principal has taught me the importance of begin reflective as an instructional leader. 
17. My principal encourages me to be creative and think outside the box as an instructional leader. 
18. My principal shares with me her/his vision for instructional leadership and rationales for decisions that impact instructional leadership. 
19. My principal gives me the opportunity to create and present instructional data to various stakeholders. 
20. My principal respects my decisions as they relate to instructional leadership. 
21. My principal holds all stakeholders accountable to improving instruction within the school and community. 
22. My principal provides opportunities outside of my core academic content area as an instructional leader. 
23. My principal is transparent in sharing data and information that impacts instructional leadership. 
24. My principal has helped create a system for organizing and managing my time in ways that allows opportunities to meet with teachers and talk instruction. 
25. My principal has undermined my authority to be an instructional leader. 
26. My principal is unable or unwilling to see me as an instructional leader and instead uses me only for discipline. 
27. My principal refuses to mentor me around instructional leadership. 
28. My principal accurately assesses my strengths and limitations as an instructional leader. 
29. My principal has shown me that effective instructional leadership can have a transformational impact on teaching and learning. 
30. My principal has assisted me in understanding what high quality curriculum and instruction look like. 
31. My principal models unethical or inappropriate instructional leadership. 
32. My principal has not communicated expectations of me as an instructional leader. 
33. My principal has inadequately staffed the school, so my time is consumed by putting out administrative fires, so to speak.  
34. My principal has demonstrated little to no knowledge of and skill as an instructional leader.  
35. My principal has modeled instructional coaching including having difficult conversations with teachers. 
36. My principal never affirms my ability or performance as an instructional leader. 
37. My principal does not follow through with new instructional initiatives.  
38. My principal has created or maintained a culture that discourages risk taking as an instructional leader so I fear failure. 
 





Q Sort Activity Protocol 
 






























2. Read through all 38 cards to become familiar with the statements. 
 
3. As you read through the statements for a second time, organize them into three piles:   
 
▪ On the right, create a pile for the cards with statements that are like your perspectives toward Assistant Principal 
Development as Instructional Leaders. 
▪ On the left, create a pile for the cards with statements that are unlike your perspectives toward Assistant Principal 
Development as Instructional Leaders. 
▪ In the middle, create a pile for the cards with statements that fall somewhere in the middle or that you are unsure about. 
 
▪ Beginning with the pile on the right, place the three cards that are most like your perspective toward Assistant Principal 
Development as Instructional Leaders and place them under the +4 marker. 
 
▪ Now, turning to your left side, place the three cards are most unlike your perspective toward Assistant Principal 
Development as Instructional Leaders and place them under the -4 marker 
 
4. Continue this process, working your way from the outside in, until all the cards are placed. You are free to change your mind 
during the sorting process and switch items around.  
 
5. When completed, you should have the following number of cards under each row (see grid on next page): 




▪ You should have three cards under markers +4 (most like) and -4 (most unlike). 
▪ You should have three cards under markers +3 (more like) and -3 (most unlike). 
▪ You should have four cards under markers +2 (most like) and -2 (most unlike). 
▪ You should have six cards under markers +1 and -1. 



















Q Sample Statements & Factor Arrays 
 
Number Statement Factor Arrays 
      1 2 3 4 
1 My principal has encouraged my development as an instructional leader by 
recommending and assigning books, articles, and research around 
instructional leadership. 
1 -1 -2 0 
2 My principal is disorganized, and it hinders my development as an 
instructional leader. 
-1 -4 1 -3 
3 My principal conducts classroom instructional walk-throughs with me to 
determine best practices for teacher instruction to help us calibrate our 
instructional coaching. 
0 4 -1 -1 
4 My principal has helped create a great work environment in general and it 
has helped my development as an instructional leader. 
2 1 3 0 
5 My principal has supported my development by strategically targeting and 
funding conferences that will benefit my development. 
-2 -2 -3 2 
6 My principal cares about my development as an instructional leader. 4 4 -1 -1 
7 My principal has made the connection between data and instruction clear 
for me. For instance, my principal has shown me how data should inform 
instructional best practices, especially grouping students for rotation. 
1 2 4 2 
8 My principal will not relinquish control and delegate instructional 
leadership tasks to me. 
-3 1 2 -4 
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Number Statement Factor Arrays 
      1 2 3 4 
9 My principal is available for formal and informal conversations about my 
experiences as an instructional leader. 
4 0 -1 1 
10 My principal gives me consistent and constructive feedback on my 
instructional leadership. 
1 2 -4 2 
11 My principal has shown me that assuming positive intent when 
conferencing with teachers about their instruction enhances my leadership. 
0 0 3 1 
12 My principal has shared with me the proficiency average of my students 
over a three-year period. This was never shared with me before. 
0 -4 2 0 
13 My principal conducts regular meetings for our admin team to discuss 
instruction across the school. This allows all of us to learn together across 
our content areas. 
-2 3 0 3 
14 My principal has taught me the importance of using data to determine what 
students need, relentlessly having me drill down to the student standards for 
each student. It is laborious, but absolutely essential. 
1 2 4 4 
15 My principal has shown me the pieces of a school grade, how they are 
calculated, and how     each teacher's performance contributes to that final 
grade. Drilling down further, I have learned to determine the number of 
students in each class needed for proficiency, gains, and proficiency gains. 
1 2 4 4 
16 My principal has taught me the importance of being reflective as an 
instructional leader. 
2 -2 1 1 
17 My principal encourages me to be creative and think outside the box as an 
instructional leader. 
3 -1 0 1 
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Number Statement Factor Arrays 
      1 2 3 4 
18 My principal shares with me her/his vision for instructional leadership and 
rationales for decisions that impact instructional leadership. 
1 4 -2 1 
19 My principal gives me the opportunity to create and present instructional 
data to various stakeholders. 
3 1 0 0 
20 My principal respects my decisions as they relate to instructional leadership. 4 0 1 0 
21 My principal holds all stakeholders accountable to improving instruction 
within the school and community. 
0 0 -3 4 
22 My principal provides opportunities outside of my core academic content 
area as an instructional leader. 
3 1 -1 -1 
23 My principal is transparent in sharing data and information that impacts 
instructional leadership. 
2 3 0 3 
24 My principal has helped create a system for organizing and managing my 
time in ways that allows opportunities to meet with teachers and talk 
instruction. 
-1 1 0 0 
25 My principal has undermined my authority as an instructional leader. -3 -1 -1 -3 
26 My principal is unable or unwilling to see me as an instructional leader and 
instead uses me only for discipline. 
-4 0 0 2 
27 My principal refuses to mentor me around instructional leadership. -3 -3 1 -4 
28 My principal accurately assesses my strengths and limitations as an 
instructional leader. 
0 0 -4 3 
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Number Statement Factor Arrays 
       1 2 3 4 
29 My principal has shown me that effective instructional leadership can have 
a transformational impact on teaching and learning. 
2 -2 3 1 
30 My principal has assisted me in understanding what high-quality curriculum 
and instruction look like. 
-1 -1 2 2 
31 My principal models unethical or inappropriate instructional leadership. -4 -1 -2 -4 
32 My principal has not communicated expectations of me as an instructional 
leader. 
-1 -1 -3 -2 
33 My principal has inadequately staffed the school, so my time is consumed 
by putting out administrative fires, so to speak. 
-1 -2 -2 -3 
34 My principal has demonstrated little to no knowledge of and skill as an 
instructional leader. 
-2 -3 1 -2 
35 My principal has modeled instructional coaching including having difficult 
conversations with teachers. 
0 3 -1 -1 
36 My principal never affirms my ability or performance as an instructional 
leader. 
-1 -3 2 -1 
37 My principal does not follow through with new instructional initiatives. -2 0 1 -2 
38 My principal has created or maintained a culture that discourages risk 
taking as an instructional leader, so I fear failure. 
-4 -4 -4 -1 
 
 


































RONNIE B. WILLIAMS, JR. 
 
Cell: (  
Email:  
 
EDUCATION & CERTIFICATION 
 
• Doctoral Student of Educational Leadership. University of North Florida, Jacksonville, FL. August 2011-April 2019 
Research interests include: Urban Education and Policy; Instructional Leadership Development 
• Masters of Science, Education. Nova Southeastern University, Jacksonville FL. May 2006. 
• Bachelors of Arts, History.  University of Missouri at Kansas City, Kansas City, MO.  May 2001. 
• Professional Certification- Social Science grades 6-12, Educational Leadership (all levels), School Principal Level II 




Principal, Jean Ribault Middle School                                                                          July 2018 
Assistant Principal, Jean Ribault High School                                           Jan. 2017-June 2018 
Assistant Principal, William M. Raines High School                                          2014-Dec. 2017 
Assistant Principal, Eugene J. Butler Middle School                                                  2011-2014 
Assistant Principal, Paxon Middle School                                                                    2007-2011 
• Performs classroom observations and monitor standards-based instructional practices (all content areas) 
• Serves as the administrative liaison for the ELA/Reading, Social Studies, and Electives departments 
• Disaggregates student assessment data and assist in generating reports for various stakeholders; conducts systemic 
performance data chats with teachers and students 
• Assess teacher performance utilizing the Collaborative Assessment System for Teachers (CAST) for improved teaching and 
learning 
Experienced Administrator with 10+ years of transforming cultures/mindsets and academic expectations for historically under performing 
schools in NE FL; improving teaching and learning by supporting teachers and sustaining relationships with all stakeholders; acquiring 
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• Responsible for creating the master schedule as curriculum administrator, strategically schedule students based on assessment 
results and needs; monitor student progress toward course completion and fulfilling graduation requirements 
• Monitors the Guidance Department to ensure credit checks towards graduation, dual enrollment and online classes are being 
completed in a timely manner. 
• Served as the Title I Parent Involvement, Foundations Team, City Year administrative contact 
• Supervised the Mentoring and Induction for New Teachers (MINT) program 
• Assists the Dean of Students by adhering to and enforcing the Student Code of Conduct as outlined by district and state policy; 
conduct safety checks 
• Serves as the Transportation Coordinator and Instructional Materials Manager 
• Appointed Principal Designee 
• Supervises Teachers, Security, and Paraprofessionals 
• Played a significant role in establishing and sustaining a mandatory school-wide uniform policy at Paxon Middle and Raines 
High School 
• Member of administrative team that helped Paxon Middle earn a first ever state grade of “C” since the state-wide 
accountability system began. 
• Contributed to the increased graduation rate: 2015 (88%); 2016 (92%); 2017 (93%) 




Adjunct Instructor, GED program (Social Studies)                             May 2016-August 2016 
Florida State College of Jacksonville, South Campus 
• Planned and delivered engaging and meaningful lesson plans to young adults seeking their high school diploma 
• Monitor attendance and grade records to track progress towards academic success 
6th Grade Social Studies Instructor, Jean Ribault Middle School        August 2003-July 2007 
• Planned and delivered data-driven lesson plans using research-based reading comprehension and learning strategies in both co-
ed/gender-based classes 
• Monitored student academic performance and provided differentiated instruction to address individual student needs 
• Facilitated an extremely high and motivated gender-based, student-centered learning environment 
• Effectively implemented classroom management techniques to alter student behavior in a co-ed/gender-based class setting 
• Served as grade level team leader, Social Studies department chair, and Shared-Decision Making co-chair, Foundations co-
chair 
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• Served as an athletic coach: boys basketball, football, boys and girls track 
 
PROFESSIONAL DEVELOPMENT& ORGANIZATIONS 
 
• Attended the 2017 Urban School Leader’s Conference at Harvard University 
• Successful completion of 2016 University of Florida’s Lastinger Program for Instructional Coaching 
• Successful completion of the 2016 Emerging Leader’s Program (member of DCPS inaugural cohort) 
• Served as a Doctoral Student Research Assistant with the Florida Institute of Education at the University of North Florida 
(February 2014-2016) 
• 2013-2014 DCPS Assistant Principal of the Year nominee 
• Completed the 2011-2014 DCPS Assistant Principal Academy Program 
• Completed the 2008 Leadership Development Program (summer) 
Presentations 
• Williams, R. (2015, May). Leader theorizing: Understanding personal practical theories as a construct for clarifying 
leadership decision-making in schools.  Paper presented at the University of North Florida, Jacksonville, FL. 
• Williams, R. (2014, February).  Interpreting MANOVA results: variable effects and group differences.  In L. Daniel (Chair), 
Heuristics for understanding and interpreting multivariate statistical methods.  Paper presented at the Eastern Educational 
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